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ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺗﻬﺮﺍﻥ
ﺑﺮﺍﺳﺎﺱ ﻣﺪﻝ ﺩﻧﻴﺴﻮﻥ - 8831
ﺍﺣﻤﺪ ﺑﺮﺍﺗﻲ ﻣﺎﺭﻧﺎﻧﻲ 1، ﺍﻋﻈﻢ ﻗﺎﺩﺭﻱ 2، ﻣﺤﻤﻮﺩﺭﺿﺎ ﮔﻮﻫﺮﻱ 3، ﺍﺣﻤﺪ ﺻﺎﺩﻗﻲ4
ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﺑﺮﺭﺳــﻲ ﻓﺮﻫﻨﮓ ﻣﺪﻳﺮﺍﻥ ﺭﺍ ﻗﺎﺩﺭ ﻣﻲ ﺳــﺎﺯﺩ ﺑﺎ ﺟﻤﻊ ﺁﻭﺭﻱ ﺍﻃﻼﻋﺎﺕ ﺑﺨﺶ ﻫﺎ ﻳﺎ ﮔﺮﻭﻩ ﻫﺎﻱ ﻛﺎﺭﻱ ﺭﺍ ﺑﺎ ﻳﻜﺪﻳﮕﺮ ﻣﻘﺎﻳﺴــﻪ ؛ 
ﻣﺴﺎﺋﻞ ﺭﺍ ﺍﻟﻮﻳﺖ ﺑﻨﺪﻱ؛ ﻭﺍﺩﺭﺍﻛﺎﺕ ﻭ ﺍﻧﺘﻈﺎﺭﺍﺕ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺷﻨﺎﺳﺎﻳﻲ ﻧﻤﺎﻳﻨﺪ ﻭ ﺷﻜﺎﻑ ﺑﻴﻦ ﻭﺿﻊ ﻣﻮﺟﻮﺩ ﻭ ﻣﻄﻠﻮﺏ ﺭﺍ ﺑﻬﺒﻮﺩ ﺑﺨﺸﻨﺪ. 
ﻫﺪﻑ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ، ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺗﻬﺮﺍﻥ ﺑﺮ ﺍﺳﺎﺱ ﻣﺪﻝ ﺩﻧﻴﺴﻮﻥ ﺑﻮﺩ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ: ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺗﻮﺻﻴﻔﻲ ﻣﻘﻄﻌﻲ ﺩﺭ ﺗﺎﺑﺴﺘﺎﻥ 8831 ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺍﺳﺖ. ﺟﺎﻣﻌﻪ ﻱ ﭘﮋﻭﻫﺶ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪ 
ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺗﻬﺮﺍﻥ؛ ﻭ ﻧﻤﻮﻧﻪ ﻱ ﭘﮋﻭﻫﺶ 031ﻧﻔﺮ ﺍﺯ ﺍﻳﻦ ﺟﺎﻣﻌﻪ ﺑﻮﺩ ﻛﻪ ﺑﻪ ﺭﻭﺵ ﻃﺒﻘﻪ ﺍﻱ ﺗﺼﺎﺩﻓﻲ ﺍﻧﺘﺨﺎﺏ ﺷﺪ. ﺩﺍﺩﻩ ﻫﺎ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ 
ﺍﺯ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺩﻧﻴﺴﻮﻥ ﺟﻤﻊ ﺁﻭﺭﻱ ؛ ﻭ ﺑﻪ ﻭﺳﻴﻠﻪ ﻧﺮﻡ ﺍﻓﺰﺍﺭ ﺁﻣﺎﺭﻱ SSPS ﻭ ﺁﺯﻣﻮﻥ ﻫﺎﻱ tset - t ﻭ AVONA ﺗﺤﻠﻴﻞ ﺷﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ: ﺍﻛﺜﺮ ﺍﻓﺮﺍﺩ ﺗﺤﺖ ﺑﺮﺭﺳــﻲ ﺩﺭ ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳــﺘﺎﻥ )27 ﺩﺭﺻﺪ(، ﻭﺿﻌﻴﺖ ﻓﺮﻫﻨﮓ ﺳــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺭﺍ ﻣﻨﺎﺳﺐ ﺍﺭﺯﻳﺎﺑﻲ 
ﻛﺮﺩﻧﺪ. ﺑﻴﺸــﺘﺮﻳﻦ ﺍﻣﺘﻴﺎﺯ ﺩﺭ ﺑﻌﺪ ﻣﺸــﺎﺭﻛﺖ ﺩﺭ ﻛﺎﺭ )ﻓﺮﻫﻨﮓ ﻣﺸﺎﺭﻛﺘﻲ( ؛ﻭ ﻛﻤﺘﺮﻳﻦ ﺍﻣﺘﻴﺎﺯ ﺩﺭ ﻣﺘﻐﻴﺮ ﺳﺎﺯﮔﺎﺭﻱ ﺣﺎﺻﻞ ﺷﺪﻩ ﺍﺳﺖ. 
ﺩﺭ ﻣﺠﻤﻮﻉ ﻫﺮ ﭼﻬﺎﺭ ﺑﻌﺪ ﺍﺻﻠﻲ ﻓﺮﻫﻨﮓ ﺩﺍﺭﺍﻱ ﻧﻤﺮﻩ ﻱ ﻣﺘﻮﺳﻂ ﻭ ﺑﺎﻻﺗﺮ ﺑﻮﺩﻩ ﺍﻧﺪ. ﺑﺎﻻﺗﺮﻳﻦ ﻣﻴﺎﻧﮕﻴﻦ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ، 
ﻣﺮﺑﻮﻁ ﺑﻪ ﺗﻴﻢ ﺳﺎﺯﻱ ﺑﺎ ﻣﻴﺎﻧﮕﻴﻦ 42.4 ﻭ ﻛﻤﺘﺮﻳﻦ ﺷﺎﺧﺺ ﺑﺎ ﻣﻴﺎﻧﮕﻴﻦ 42.3 ﻣﺮﺑﻮﻁ ﺑﻪ ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳﺘﮕﻲ ﺑﻮﺩ. ﺩﺭ ﻣﺠﻤﻮﻉ ﺍﻛﺜﺮ 
ﺷﺎﺧﺺ ﻫﺎ ﺩﺭ ﻭﺿﻌﻴﺖ ﻣﻄﻠﻮﺏ ﻗﺮﺍﺭ ﺩﺍﺷﺘﻨﺪ.
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﻓﺮﻫﻨﮓ ﺳــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺩﺭ ﺳﻄﺢ ﻣﻄﻠﻮﺑﻲ ﻗﺮﺍﺭ ﺩﺍﺭﺩ ﻛﻪ ﺯﻣﻴﻨﻪ ﺳﺎﺯ ﺗﻐﻴﻴﺮﺍﺕ ﻣﻮﻓﻘﻴﺖ ﺁﻣﻴﺰ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﻮﺍﻫﺪ ﺑﻮﺩ ﻭ ﻣﺪﻳﺮﺍﻥ ﺁﻥ ﺭﺍ ﺩﺭ ﭘﻴﺶ ﺑﻴﻨﻲ ﻧﻄﺎﻡ ﻣﻨﺪ ﺍﻟﻮﻳﺖ ﻫﺎﻱ ﺗﻐﻴﻴﺮ ﻭ ﺗﺪﻭﻳﻦ ﺑﻬﺘﺮ ﺍﺳﺘﺮﺍﺗﮋﻱ ﻫﺎ ﺑﺮﺍﻱ ﺍﺟﺮﺍﻱ ﻣﻮﻓﻘﻴﺖ 
ﺁﻣﻴﺰ ﺗﻜﻨﻴﻚ ﻫﺎ ﻭ ﻓﺮﺍﻳﻨﺪﻫﺎﻱ ﻣﺪﻳﺮﻳﺖ ﻳﺎﺭﻱ ﺭﺳﺎﻧﺪ.
ﻛﻠﻴﺪ ﻭﺍژﻩ ﻫﺎ: ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ، ﻣﺪﻝ ﺩﻧﻴﺴﻮﻥ، ﺑﻴﻤﺎﺭﺳﺘﺎﻥ
• ﻭﺻﻮﻝ ﻣﻘﺎﻟﻪ: 72/8/88 • ﺍﺻﻼﺡ ﻧﻬﺎﻳﻲ: 51/21/88 • ﭘﺬﻳﺮﺵ ﻧﻬﺎﻳﻲ: 91/3/98
. 1  ﺍﺳﺘﺎﺩﻳﺎﺭ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﻭ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﭘﺰﺷﻜﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ
. 2  ﻣﺮﺑﻲ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﻭ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﭘﺰﺷﻜﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ
. 3  ﺍﺳﺘﺎﺩﻳﺎﺭ ﮔﺮﻭﻩ ﺁﻣﺎﺭ ﺯﻳﺴﺘﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﻭ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﭘﺰﺷﻜﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ
. 4  ﺩﺍﻧﺸﺠﻮﻱ ﻛﺎﺭﺷﻨﺎﺳﻲ ﺍﺭﺷﺪ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﻭ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﭘﺰﺷﻜﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ؛ ﻧﻮﻳﺴﻨﺪﻩ 
ﻣﺴﺌﻮﻝ، moc.liamg@3631ihgedasdamha
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ﻣﻘﺪﻣﻪ
ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻋﺒﺎﺭﺕ ﺍﺳﺖ ﺍﺯ ﻣﺠﻤﻮﻋﻪ ﺍﻱ ﺍﺯ ﺍﺭﺯﺵ 
ﻫ ــﺎ، ﺍﻋﺘﻘ ــﺎﺩﺍﺕ ﻭ ﺍﻟﮕﻮﻫﺎﻱ ﺭﻓﺘﺎﺭﻱ ﻛﻪ ﻫﻮﻳﺖ ﻫﺴ ــﺘﻪ ﺍﻱ 
ﺳ ــﺎﺯﻣﺎﻥ ﺭﺍ ﺷﻜﻞ ﺩﺍﺩﻩ ﻭ ﺩﺭ ﺷ ــﻜﻞ ﮔﻴﺮﻱ ﺭﻓﺘﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ 
ﻧﻘ ــﺶ ﺑﺴ ــﺰﺍﻳﻲ ﺩﺍﺭﺩ.]1ﻭ2[ ﺑ ــﻪ ﻋﺒﺎﺭﺕ ﺩﻳﮕ ــﺮ ﻓﺮﻫﻨﮓ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺷ ــﺎﻣﻞ ﭘﻨﺪﺍﺭﻫﺎ، ﺍﺭﺯﺵ ﻫﺎ ﻭ ﺍﻟﮕﻮﻫﺎﻱ ﻣﺸﺘﺮﻛﻲ 
ﺍﺳ ــﺖ ﻛﻪ ﺩﺭ ﺳ ــﻄﺢ ﮔﺮﻭﻩ ﺁﻣﻮﺧﺘﻪ ﻭ ﻣﻮﺭﺩ ﭘﺬﻳﺮﺵ ﻗﺮﺍﺭ 
ﮔﺮﻓﺘﻪ ﻭ ﺗﻮﺳ ــﻂ ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻧﻬﺎﺩﻳﻨﻪ ﺷﺪﻩ ﺍﺳﺖ.]3[ 
ﺍﻳﻦ ﻓﺮﻫﻨﮓ ﺑﻪ ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻫﻮﻳﺖ ﻣﻲ ﺩﻫﺪ ﻭ ﺑﺎﻋﺚ 
ﺍﻓﺰﺍﻳﺶ ﺗﻌﻬﺪ ﮔﺮﻭﻫﻲ ﻭ ﺍﺳ ــﺘﺤﻜﺎﻡ ﺳﻴﺴﺘﻢ ﺍﺟﺘﻤﺎﻋﻲ ﺁﻧﺎﻥ 
ﻣﻲ ﮔﺮﺩﺩ.]6-4[
ﻳﻜﻲ ﺍﺯ ﺳﻴﺎﺳﺖ ﻫﺎﻱ ﺑﻬﺪﺍﺷﺖ ﻭ ﺩﺭﻣﺎﻥ، ﺑﻬﺒﻮﺩ ﻛﻴﻔﻴﺖ 
ﻣﺮﺍﻗﺒﺖ ﻫﺎﻱ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ ﻣﻲ ﺑﺎﺷﺪ. ﺍﺟﺮﺍﻱ ﺗﺪﺍﺑﻴﺮﻱ 
ﭼﻮﻥ ﻣﺪﻳﺮﻳ ــﺖ ﻛﻴﻔﻴﺖ ﻓﺮﺍﮔﻴﺮ، ﺑﻬﺒﻮﺩ ﺳ ــﺎﺯﻣﺎﻧﻲ )DO(، 
ﺍﺳﺘﺎﻧﺪﺍﺭﺩﻫﺎﻱ OSI، ﻭ ﺗﻌﺎﻟﻲ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺮﺍﻱ ﺩﺳﺘﻴﺎﺑﻲ ﺑﻪ 
ﺍﻳﻦ ﺳﻴﺎﺳﺖ ﺍﺳﺖ. ﺗﻐﻴﻴﺮ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﻛﻠﻴﺪ 
ﺍﻳﻦ ﺳﻴﺎﺳﺖ ﻧﺎﻣﻴﺪﻩ ﺷﺪﻩ ﺍﺳﺖ ﺑﻪ ﻃﻮﺭﻳﻜﻪ ﺍﻧﺠﺎﻡ ﺍﻳﻦ ﺗﺪﺍﺑﻴﺮ 
ﺑﺪﻭﻥ ﺗﻐﻴﻴﺮ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻣﻴﺴﺮ ﻧﻤﻲ ﺷﻮﺩ.]8،7[
ﺑﻪ ﺳ ــﺒﺐ ﻣﺎﻫﻴﺖ ﭘﻴﭽﻴﺪﻩ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ، ﻧﻈﺮﻳﻪ ﻭ 
ﭼﺎﺭﭼﻮﺏ ﻳﻜﺴ ــﺎﻧﻲ ﺑﺮﺍﻱ ﺑﺮﺭﺳ ــﻲ ﻭ ﺷﻨﺎﺳﺎﻳﻲ ﺁﻥ ﻭﺟﻮﺩ 
ﻧﺪﺍﺭﺩ.]9[ ﺑﺎ ﻭﺟﻮﺩ ﺍﻳﻦ، ﻳﻜﻲ ﺍﺯ ﺟﺪﻳﺪﺗﺮﻳﻦ ﻭ ﺭﺍﻳﺞ ﺗﺮﻳﻦ 
ﻣﺪﻝ ﻫﺎﻱ ﺷﻨﺎﺳﺎﻳﻲ ﻭ ﺍﻧﺪﺍﺯﻩ ﮔﻴﺮﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ، ﻣﺪﻝ 
ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﻧﻴﺴﻮﻥ ﺍﺳ ــﺖ ﻛﻪ ﺍﻣﺮﻭﺯﻩ ﺑﺴﻴﺎﺭﻱ ﺍﺯ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﺮﺍﻱ ﺷ ــﻨﺎﺧﺖ ﺿﻌﻒ ﻫﺎ ﻭ ﻗﻮﺕ ﻫﺎﻱ ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﺧﻮﺩ ﻭ ﺗﻮﺳ ــﻌﻪ ﺁﻥ ﺑﻪ ﺍﻳﻦ ﻣﺪﻝ ﺭﻭﻱ ﺁﻭﺭﺩﻩ ﺍﻧﺪ. 
ﺑﻴﺸ ــﺘﺮ ﭘﮋﻭﻫﺶ ﻫﺎﻳﻲ ﻛﻪ ﺑﺮ ﭘﺎﻳ ــﻪ ﻱ ﺍﻳﻦ ﻣﺪﻝ ﺩﺭ ﺧﺎﺭﺝ 
ﺍﺯ ﻛﺸ ــﻮﺭ ﺍﻧﺠﺎﻡ ﮔﺮﻓﺘﻪ ﺍﺳ ــﺖ، ﺑﺮ ﺍﻫﻤﻴﺖ ﺁﻥ ﺩﺭ ﺑﻬﺒﻮﺩ ﺍﺛﺮ 
ﺑﺨﺸﻲ ﻭ ﻋﻤﻠﻜﺮﺩ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺗﺄﻛﻴﺪ ﺩﺍﺭﺩ. ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺟﺪﻳﺪ 
ﺑﻮﺩﻥ ﺍﻳﻦ ﻣﺪﻝ، ﺗﺎﻛﻨﻮﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﻭ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ 
ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ ﻛﺸ ــﻮﺭﻣﺎﻥ ﺍﺯ ﺍﻳﻦ ﻣﺪﻝ ﺍﺳﺘﻔﺎﺩﻩ ﻧﺸﺪﻩ 
ﺍﺳ ــﺖ. ﺩﺭ ﻧﺘﻴﺠﻪ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻧﻘﺸ ــﻲ ﻛﻪ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ 
ﺩﺭ ﺍﺛﺮﺑﺨﺸ ــﻲ ﻭ ﻋﻤﻠﻜﺮﺩ ﻣﻄﻠﻮﺏ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺩﺍﺭﺩ، ﺩﺭ 
ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺑﻪ ﻣﻄﺎﻟﻌﻪ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ 
ﺷﻬﻴﺪ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺗﻬﺮﺍﻥ ﺑﺮ ﺍﺳﺎﺱ ﻣﺪﻝ ﺩﻧﻴﺴﻮﻥ ﭘﺮﺩﺍﺧﺘﻪ 
ﺷ ــﺪﻩ ﺍﺳﺖ. ﺩﻧﻴﺴﻮﻥ، ﭘﺮﻭﻓﺴ ــﻮﺭ ﺭﻓﺘﺎﺭ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺍﻧﺸﮕﺎﻩ 
ﻣﻴﺸ ــﻴﮕﺎﻥ، ﺩﺭ ﻣﺪﻝ ﺧﻮﺩ )ﺷ ــﻜﻞ 1( ﻓﺮﻫﻨﮓ ﺭﺍ ﺷﺎﻣﻞ 4 
ﻭﻳﮋﮔ ــﻲ ﻣﻲ ﺩﺍﻧﺪ ﻛﻪ ﻫﺮ ﻳ ــﻚ ﺍﺯ ﺁﻥ ﻫﺎ، ﺩﺭﺑ ــﺮ ﮔﻴﺮﻧﺪﻩ 3 
ﺷ ــﺎﺧﺺ ﻓﻌﺎﻟﻴﺖ ﻣﺪﻳﺮﻳﺖ ﺍﺳ ــﺖ. ﺍﻳﻦ ﻣﺪﻝ ﺑﻪ ﺻﻮﺭﺕ 
ﺍﻓﻘﻲ ﻭ ﻋﻤﻮﺩﻱ ﺑﻪ ﺩﻭ ﻧﻴﻢ ﺗﻘﺴﻴﻢ ﺷﺪﻩ ﺍﺳﺖ ﺗﺎ ﺑﻴﺎﻥ ﻛﻨﻨﺪﻩ 
ﺍﺑﻌﺎﺩ: ﺗﻤﺮﻛﺰ ﺩﺍﺧﻠﻲ/ ﺧﺎﺭﺟﻲ ﻭ ﺛﺎﺑﺖ/ ﻣﻨﻌﻄﻒ ﺑﺎﺷﺪ.]01[ 
ﺷ ــﻜﻞ 1 ﺷﻤﺎﻱ ﻛﻠﻲ ﻣﺪﻝ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﻧﻴﺴﻮﻥ ﺭﺍ 
ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ. ﺩﻧﻴﺴﻮﻥ ﺩﺭ ﻣﺪﻝ ﺧﻮﺩ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﻓﺮﻫﻨﮕﻲ 
ﺭﺍ ﺍﻳﻨﮕﻮﻧﻪ ﺑﺮ ﺷﻤﺮﺩ:]11،01[
. 1 ﺗﻌﻬﺪ ﺑﻪ ﻣﺸﺎﺭﻛﺖ
. 2 ﺳﺎﺯﮔﺎﺭﻱ
. 3 ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ
. 4 ﻣﺄﻣﻮﺭﻳﺖ ﻳﺎ ﺭﺳﺎﻟﺖ
ﺩﺭ ﺍﻳ ــﻦ ﻣﺪﻝ ﺍﻳﻦ ﻭﻳﮋﮔﻲ ﺑﺎ 3 ﺷ ــﺎﺧﺺ ﺍﻧﺪﺍﺯﻩ ﮔﻴﺮﻱ 
ﻣﻲ ﺷﻮﺩ:
1 - ﺗﻌﻬ ــﺪ ﺑ ــﻪ ﻣﺸ ــﺎﺭﻛﺖ ) ﺩﺭﮔﻴﺮ ﺷ ــﺪﻥ ﺩﺭ ﻛﺎﺭ(: 
ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺍﺛﺮﺑﺨﺶ ﺍﻓﺮﺍﺩﺷ ــﺎﻥ ﺭﺍ ﺗﻮﺍﻧﻤﻨﺪ ﻣﻲ ﺳ ــﺎﺯﻧﺪ، 
ﺳ ــﺎﺯﻣﺎﻥ ﺭﺍ ﺑﺮ ﻣﺤﻮﺭ ﮔﺮﻭﻩ ﻫﺎﻱ ﻛﺎﺭﻱ ﺗﺸ ــﻜﻴﻞ ﻣﻲ ﺩﻫﻨﺪ 
ﻭ ﻗﺎﺑﻠﻴﺖ ﻫﺎﻱ ﻣﻨﺎﺑﻊ ﺍﻧﺴ ــﺎﻧﻲ ﺭﺍ ﺩﺭ ﻫﻤﻪ ﺳ ــﻄﻮﺡ ﺗﻮﺳ ــﻌﻪ 
ﻣﻲ ﺩﻫﻨﺪ. ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﺑﻪ ﻛﺎﺭﺷﺎﻥ ﻣﺘﻌﻬﺪ ﺷﺪﻩ ﻭ ﺧﻮﺩ 
ﺭﺍ ﺑﻪ ﻋﻨﻮﺍﻥ ﭘﺎﺭﻩ ﺍﻱ ﺍﺯ ﭘﻴﻜﺮﻩ ﺳ ــﺎﺯﻣﺎﻥ ﺍﺣﺴ ــﺎﺱ ﻣﻲ ﻛﻨﻨﺪ، 
ﺍﻓﺮﺍﺩ ﺩﺭ ﻫﻤﻪ ﺳﻄﻮﺡ ﺍﺣﺴﺎﺱ ﻣﻲ ﻛﻨﻨﺪ ﻛﻪ ﺩﺭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ 
ﻧﻘﺶ ﺩﺍﺭﻧﺪ ﻭ ﺍﻳﻦ ﺗﺼﻤﻴﻤﺎﺕ ﺍﺳ ــﺖ ﻛﻪ ﺑﺮ ﻛﺎﺭﺷ ــﺎﻥ ﻣﺆﺛﺮ 
ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ …
ﺷﻜﻞ 1: ﻣﺪﻝ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺩﻧﻴﺴﻮﻥ
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ﺍﺳ ــﺖ ﻭ ﻛﺎﺭ ﺁﻥ ﻫﺎ ﻣﺴﺘﻘﻴﻤًﺎ ﺑﺎ ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻥ ﭘﻴﻮﻧﺪ ﺩﺍﺭﺩ. 
ﻫﻤﺎﻥ ﻃ ــﻮﺭ ﻛﻪ ﻳﻚ ﻣﺪﻳﺮ ﺍﺟﺮﺍﻳﻲ ﺩﺭ ﻳﻚ ﺷ ــﺮﻛﺖ ﻛﺮﻩ ﺍﻱ 
ﺍﻇﻬﺎﺭ ﺩﺍﺷﺘﻪ: "ﺩﺭﮔﻴﺮﻱ ﺯﻳﺎﺩ ﺩﺭ ﻛﺎﺭ ﺑﻪ ﻣﻌﻨﺎﻱ ﺩﺭﮔﻴﺮ ﺷﺪﻥ 
ﺫﻫﻨﻲ ﻛﺎﻣﻞ ﺑﺎ ﻛﺎﺭ ﺍﺳﺖ ﻛﻪ ﺑﺮﺍﺳﺎﺱ ﺁﻥ ﻓﺮﺩ ﺑﺎ ﺟﺎﻥ ﻭ ﺩﻝ 
ﺩﺭ ﺷﻐﻞ ﺧﻮﺩ ﻛﺎﺭ ﻣﻲ ﻛﻨﺪ ﻭ ﻫﺮ ﺁﻧﭽﻪ ﻛﻪ ﺩﺭ ﺗﻮﺍﻥ ﺩﺍﺭﺩ ﺩﺭ 
ﺍﻳﻦ ﺭﺍﻩ ﺑﻪ ﻛﺎﺭ ﻣﻲ ﮔﻴﺮﺩ".
1-1. ﺗﻮﺍﻧﻤﻨﺪ ﺳ ــﺎﺯﻱ: ﺍﻓﺮﺍﺩ ﺍﺧﺘﻴﺎﺭ، ﺍﺑﺘﻜﺎﺭ ﻭ ﺗﻮﺍﻧﺎﻳﻲ 
ﺑ ــﺮﺍﻱ ﺍﺩﺍﺭﻩ ﻛﺮﺩﻥ ﻛﺎﺭﺷ ــﺎﻥ ﺩﺍﺭﻧﺪ. ﺍﻳ ــﻦ ﺍﻣﺮ ﻧﻮﻋﻲ ﺣﺲ 
ﻣﺎﻟﻜﻴﺖ ﻭ ﻣﺴﺌﻮﻟﻴﺖ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺍﻳﺠﺎﺩ ﻣﻲ ﻛﻨﺪ.
2-1. ﺗﻴ ــﻢ ﺳ ــﺎﺯﻱ: ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺑ ــﻪ ﻛﺎﺭ ﮔﺮﻭﻫﻲ ﺩﺭ 
ﺟﻬﺖ ﺍﻫﺪﺍﻑ ﻣﺸﺘﺮﻙ، ﺍﺭﺯﺵ ﺩﺍﺩﻩ ﻣﻲ ﺷﻮﺩ؛ ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ 
ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﻣﺎﻧﻨﺪ ﻣﺪﻳﺮﺍﻥ ﺍﺣﺴ ــﺎﺱ ﻣﻲ ﻛﻨﻨﺪ ﺩﺭ ﻣﺤﻞ ﻛﺎﺭ 
ﺧﻮﺩ ﭘﺎﺳﺦ ﮔﻮ ﻫﺴﺘﻨﺪ. ﺍﻳﻦ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﺮﺍﻱ ﺍﻧﺠﺎﻡ ﻛﺎﺭ ﺑﻪ 
ﮔﺮﻭﻩ ﻫﺎ ﺗﻜﻴﻪ ﻣﻲ ﻛﻨﻨﺪ.
3-1. ﺗﻮﺳ ــﻌﻪ ﻗﺎﺑﻠﻴﺖ ﻫﺎ: ﺳ ــﺎﺯﻣﺎﻥ ﺑ ــﻪ ﻣﻨﻈﻮﺭ ﺗﺄﻣﻴﻦ 
ﻧﻴﺎﺯﻫﺎ ﻭ ﺑﺎﻗﻲ ﻣﺎﻧﺪﻥ ﺩﺭ ﺻﺤﻨﻪ ﺭﻗﺎﺑﺖ ﺑﻪ ﻃﻮﺭ ﻣﺴ ــﺘﻤﺮ ﺑﻪ 
ﺗﻮﺳﻌﻪ ﻣﻬﺎﺭﺕ ﻫﺎﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻲ ﭘﺮﺩﺍﺯﺩ.
2 - ﺳﺎﺯﮔﺎﺭﻱ ) ﺛﺒﺎﺕ ﻭ ﻳﻜﭙﺎﺭﭼﮕﻲ(: ﺗﺤﻘﻴﻘﺎﺕ ﻧﺸﺎﻥ 
ﺩﺍﺩﻩ ﺍﺳ ــﺖ ﻛﻪ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻛﻪ ﺍﻏﻠﺐ ﺍﺛﺮﺑﺨﺶ ﻫﺴﺘﻨﺪ، 
ﺑﺎﺛﺒ ــﺎﺕ ﻭ ﻳﻜﭙﺎﺭﭼﻪ ﺑﻮﺩﻩ ﻭ ﺭﻓﺘ ــﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﺍﺭﺯﺵ ﻫﺎﻱ 
ﺑﻨﻴﺎﺩﻳﻦ ﻧﺸ ــﺎﺕ ﮔﺮﻓﺘﻪ ﺍﺳﺖ. ﺭﻫﺒﺮﺍﻥ ﻭ ﭘﻴﺮﻭﺍﻥ ﺩﺭ ﺭﺳﻴﺪﻥ 
ﺑﻪ ﺗﻮﺍﻓﻖ ﻣﻬﺎﺭﺕ ﻳﺎﻓﺘﻪ ﺍﻧﺪ ) ﺣﺘﻲ ﺯﻣﺎﻧﻲ ﻛﻪ ﺩﻳﺪﮔﺎﻩ ﻣﺘﻘﺎﺑﻞ 
ﺩﺍﺭﻧ ــﺪ( ﻭ ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺧﻮﺑ ــﻲ ﻫﻤﺎﻫﻨﮓ ﻭ 
ﭘﻴﻮﺳ ــﺘﻪ ﺷﺪﻩ ﺍﺳﺖ. ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﺑﺎ ﭼﻨﻴﻦ ﻭﻳﮋﮔﻲ ﻫﺎﻳﻲ، 
ﺩﺍﺭﺍﻱ ﻓﺮﻫﻨ ــﮓ ﻗﻮﻱ ﻭ ﻣﺘﻤﺎﻳﺰﻧﺪ ﻭ ﺑﻪ ﻃﻮﺭ ﻛﺎﻓﻲ ﺑﺮ ﺭﻓﺘﺎﺭ 
ﻛﺎﺭﻛﻨﺎﻥ ﻧﻔﻮﺫ ﺩﺍﺭﻧﺪ. ﺍﻳﻦ ﻭﻳﺰﮔﻲ ﺑﺎ 3 ﺷ ــﺎﺧﺺ ﺑﺮﺭﺳ ــﻲ 
ﻣﻲ ﺷﻮﺩ:
1-2. ﺍﺭﺯﺵ ﻫ ــﺎﻱ ﺑﻨﻴﺎﺩﻳﻦ: ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﺩﺭ ﻳﻚ 
ﺩﺳ ــﺘﻪ ﺍﺭﺯﺵ ﻫﺎ ﻛﻪ ﻫﻮﻳﺖ ﻭ ﺍﻧﺘﻈﺎﺭﺍﺕ ﺁﻥ ﻫﺎ ﺭﺍ ﺗﺸ ــﻜﻴﻞ 
ﻣﻲ ﺩﻫﺪ، ﺷﺮﻳﻚ ﺍﻧﺪ.
2-2. ﺗﻮﺍﻓ ــﻖ: ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻗﺎﺩﺭﻧﺪ ﺩﺭ ﺍﺧﺘﻼﻓﺎﺕ 
ﻣﻬﻢ ﺑﻪ ﺗﻮﺍﻓﻖ ﺑﺮﺳﻨﺪ. ﺍﻳﻦ ﺗﻮﺍﻓﻖ ﻫﻢ ﺷﺎﻣﻞ ﺗﻮﺍﻓﻖ ﺩﺭ ﺳﻄﺢ 
ﺯﻳﺮﻳﻦ ﻭ ﻫ ــﻢ ﺗﻮﺍﻧﺎﻳﻲ ﺩﺭ ﺍﻳﺠﺎﺩ ﺗﻮﺍﻓﻖ ﺩﺭ ﺳ ــﻄﻮﺡ ﺩﻳﮕﺮ 
ﻣﻲ ﺑﺎﺷﺪ.
3-2. ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳ ــﺘﮕﻲ: ﻭﺍﺣﺪ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ 
ﻛﺎﺭﻛﺮﺩﻫ ــﺎﻱ ﻣﺘﻔﺎﻭﺕ ﻣﻲ ﺗﻮﺍﻧﻨﺪ ﺑﺮﺍﻱ ﺭﺳ ــﻴﺪﻥ ﺑﻪ ﺍﻫﺪﺍﻑ 
ﻣﺸﺘﺮﻙ ﺧﻴﻠﻲ ﺧﻮﺏ ﺑﺎ ﻫﻢ ﻛﺎﺭ ﻛﻨﻨﺪ. ﻣﺮﺯﻫﺎﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ 
ﺍﻳﻦ ﮔﻮﻧﻪ ﻛﺎﺭ ﻛﺮﺩﻥ ﺑﻪ ﻫﻢ ﺭﻳﺨﺘﻪ ﻧﻴﺰ ﻧﻤﻲ ﮔﺮﺩﺩ.
3 - ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ: ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻛﻪ ﺑﻪ ﺧﻮﺑﻲ ﻳﻜﭙﺎﺭﭼﻪ 
ﻫﺴﺘﻨﺪ ﺑﻪ ﺳﺨﺘﻲ ﺗﻐﻴﻴﺮ ﻣﻲ ﻳﺎﺑﻨﺪ. ﻟﺬﺍ ﻳﻜﭙﺎﺭﭼﮕﻲ ﺩﺭﻭﻧﻲ ﻭ 
ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ ﺑﻴﺮﻭﻧﻲ ﺭﺍ ﻣﻲ ﺗﻮﺍﻥ ﻣﺰﻳﺖ ﻭ ﺑﺮﺗﺮﻱ ﺳﺎﺯﻣﺎﻥ 
ﺑﻪ ﺣﺴ ــﺎﺏ ﺁﻭﺭﺩ. ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺳﺎﺯﮔﺎﺭ ﺑﻪ ﻭﺳﻴﻠﻪ ﻣﺸﺘﺮﻳﺎﻥ 
ﻫﺪﺍﻳﺖ ﻣﻲ ﺷﻮﻧﺪ، ﺭﻳﺴﻚ ﻣﻲ ﻛﻨﻨﺪ، ﺍﺯ ﺍﺷﺘﺒﺎﻫﺎﺕ ﺧﻮﺩ ﭘﻨﺪ 
ﻣﻲ ﮔﻴﺮﻧ ــﺪ ﻭ ﻇﺮﻓﻴﺖ ﻭ ﺗﺠﺮﺑﻪ ﺍﻳﺠﺎﺩ ﺗﻐﻴﻴﺮ ﺭﺍ ﺩﺍﺭﻧﺪ. ﺁﻥ ﻫﺎ 
ﺑﻪ ﻃﻮﺭ ﻣﺴ ــﺘﻤﺮ ﺩﺭ ﺣﺎﻝ ﺑﻬﺒﻮﺩ ﺗﻮﺍﻧﺎﻳﻲ ﺳﺎﺯﻣﺎﻥ ﺑﻪ ﺟﻬﺖ 
ﺍﺭﺯﺵ ﻗﺎﺋﻞ ﺷﺪﻥ ﺑﺮﺍﻱ ﻣﺸﺘﺮﻳﺎﻥ ﻫﺴﺘﻨﺪ. ﺍﻳﻦ ﻭﻳﮋﮔﻲ ﺑﺎ 3 
ﺷﺎﺧﺺ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﻣﻲ ﮔﻴﺮﺩ:
1-3. ﺍﻳﺠﺎﺩ ﺗﻐﻴﻴﺮ: ﺳ ــﺎﺯﻣﺎﻥ ﻗﺎﺩﺭ ﺍﺳ ــﺖ ﺭﺍﻩ ﻫﺎﻳﻲ ﺭﺍ 
ﺑﺮﺍﻱ ﺗﺄﻣﻴ ــﻦ ﻧﻴﺎﺯﻫﺎﻱ ﺗﻐﻴﻴﺮ ﺍﻳﺠﺎﺩ ﻛﻨ ــﺪ، ﻣﻲ ﺗﻮﺍﻧﺪ ﻣﺤﻴﻂ 
ﻣﻮﺳﺴﻪ ﺭﺍ ﺑﺸﻨﺎﺳﺪ، ﺑﻪ ﻣﺤﺮﻙ ﻫﺎﻱ ﺟﺎﺭﻱ ﭘﺎﺳﺦ ﺩﻫﺪ ﻭ ﺍﺯ 
ﺗﻐﻴﻴﺮﺍﺕ ﺁﻳﻨﺪﻩ ﭘﻴﺸﻲ ﺟﻮﻳﺪ.
2-3. ﻣﺸ ــﺘﺮﻱ ﮔﺮﺍﻳ ــﻲ: ﺳ ــﺎﺯﻣﺎﻥ ﻣﺸ ــﺘﺮﻳﺎﻥ ﺭﺍ ﺩﺭﻙ 
ﻣﻲ ﻛﻨ ــﺪ ﻭ ﺑﻪ ﺁﻥ ﻫﺎ ﭘﺎﺳ ــﺦ ﻣﻲ ﺩﻫﺪ ﻭ ﭘﻴﺸ ــﺎﭘﻴﺶ ﺩﺭ ﺻﺪﺩ 
ﺗﺄﻣﻴﻦ ﻧﻴﺎﺯﻫﺎﻱ ﺁﻳﻨﺪﻩ ﺑﺮﻣﻲ ﺁﻳﺪ. ﺩﺭ ﻭﺍﻗﻊ ﻣﺸ ــﺘﺮﻱ ﮔﺮﺍﻳﻲ 
ﺩﺭﺟﻪ ﺍﻱ ﻛﻪ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺟﻬﺖ ﺭﺿﺎﻳﺘﻤﻨﺪﻱ ﻣﺸﺘﺮﻳﺎﻥ 
ﻫﺪﺍﻳﺖ ﻣﻲ ﺷﻮﻧﺪ ﺭﺍ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ.
3-3. ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ: ﻣﻴﺰﺍﻥ ﻋﻼﺋﻢ ﻣﺤﻴﻄﻲ ﺭﺍ ﻛﻪ 
ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭﻳﺎﻓﺖ، ﺗﺮﺟﻤﻪ ﻭ ﺗﻔﺴ ــﻴﺮ ﻣﻲ ﻛﻨﻨﺪ ﻭ ﻓﺮﺻﺖ 
ﻫﺎﻳﻲ ﺭﺍ ﺑﺮﺍﻱ ﺗﺸ ــﻮﻳﻖ ﺧﻼﻗﻴﺖ، ﺳ ــﺒﻚ ﺩﺍﻧﺶ ﻭ ﺗﻮﺳﻌﻪ 
ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎ ﺍﻳﺠﺎﺩ ﻣﻲ ﻛﻨﺪ، ﺍﻧﺪﺍﺯﻩ ﻣﻲ ﮔﻴﺮﺩ.
4 - ﻣﺄﻣﻮﺭﻳﺖ )ﺭﺳﺎﻟﺖ(: ﺷﺎﻳﺪ ﺑﺘﻮﺍﻥ ﮔﻔﺖ ﻣﻬﻢ ﺗﺮﻳﻦ 
ﻭﻳﮋﮔﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ، ﻣﺄﻣﻮﺭﻳﺖ ﻳﺎ ﺭﺳﺎﻟﺖ ﺁﻥ ﺍﺳﺖ.
ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻛﻪ ﻧﻤﻲ ﺩﺍﻧﻨﺪ ﻛﺠﺎ ﻫﺴ ــﺘﻨﺪ ﻭ ﻭﺿﻌﻴﺖ 
ﻣﻮﺟﻮﺩﺷ ــﺎﻥ ﭼﻴﺴ ــﺖ، ﻣﻌﻤ ــﻮﻻ ﺑ ــﻪ ﺑﻴﺮﺍﻫ ــﻪ ﻣﻲ ﺭﻭﻧﺪ. 
ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻣﻮﻓﻖ ﺩﺭﻙ ﺭﻭﺷﻨﻲ ﺍﺯ ﺍﻫﺪﺍﻑ ﻭ ﺟﻬﺖ ﺧﻮﺩ 
ﺩﺍﺭﻧﺪ، ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﺍﻫﺪﺍﻑ ﺍﺳﺘﺮﺍﺗﺰﻳﻚ ﺭﺍ ﺗﻌﺮﻳﻒ ﻛﺮﺩﻩ ﻭ 
ﭼﺸﻢ ﺍﻧﺪﺍﺯ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺗﺮﺳﻴﻢ ﻣﻲ ﻛﻨﻨﺪ.
ﭘﺮﺩﺭﺩﺳ ــﺮﺗﺮﻳﻦ ﺳﺎﺯﻣﺎﻥ ﻫﺎ، ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻫﺴﺘﻨﺪ ﻛﻪ 
ﻣﺠﺒﻮﺭﻧﺪ ﻣﺄﻣﻮﺭﻳﺘﺸ ــﺎﻥ ﺭﺍ ﺗﻐﻴﻴﺮ ﺩﻫﻨﺪ. ﻭﻗﺘﻲ ﻳﻚ ﺳﺎﺯﻣﺎﻥ 
ﻣﺠﺒﻮﺭ ﺍﺳ ــﺖ ﺭﺳ ــﺎﻟﺖ ﺧﻮﺩ ﺭﺍ ﺗﻐﻴﻴﺮ ﺩﻫ ــﺪ، ﺗﻐﻴﻴﺮﺍﺕ ﺩﺭ 
ﺍﺣﻤﺪ ﺑﺮﺍﺗﻲ ﻣﺎﺭﻧﺎﻧﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﺍﺳ ــﺘﺮﺍﺗﮋﻱ، ﺳ ــﺎﺧﺘﺎﺭ، ﻓﺮﻫﻨﮓ ﻭ ﺭﻓﺘﺎﺭ ﺍﻟﺰﺍﻣﻲ ﺍﺳ ــﺖ. ﺩﺭ 
ﺍﻳﻦ ﻭﺿﻌﻴﺖ ﺭﻫﺒﺮ ﻗﻮﻱ ﭼﺸ ــﻢ ﺍﻧﺪﺍﺯ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﻣﺸﺨﺺ 
ﻣﻲ ﻛﻨﺪ ﻭ ﻓﺮﻫﻨﮕﻲ ﺭﺍ ﺧﻠﻖ ﻣﻲ ﻛﻨﺪ ﻛﻪ ﺍﻳﻦ ﭼﺸ ــﻢ ﺍﻧﺪﺍﺯ ﺭﺍ 
ﭘﺸﺘﻴﺒﺎﻧﻲ ﻛﻨﺪ.
1-4. ﮔﺮﺍﻳ ــﺶ ﻭ ﺟﻬ ــﺖ ﺍﺳ ــﺘﺮﺍﺗﺰﻳﻚ: ﮔﺮﺍﻳﺶ ﻫﺎﻱ 
ﺍﺳ ــﺘﺮﺍﺗﮋﻳﻚ ﺭﻭﺷ ــﻦ، ﺟﻬﺖ ﺍﻫﺪﺍﻑ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍ ﻧﺸﺎﻥ 
ﻣﻲ ﺩﻫﺪ ﻭ ﻫﺮ ﺷ ــﺨﺺ ﻣﻲ ﺗﻮﺍﻧ ــﺪ ﺧﻮﺩﺵ ﺭﺍ ﺩﺭ ﺍﻥ ﺑﺨﺶ 
)ﺻﻨﻌﺖ( ﻣﺸﺎﺭﻛﺖ ﺩﻫﺪ.
2-4. ﺍﻫﺪﺍﻑ ﻭ ﻣﻘﺎﺻﺪ: ﺍﻫﺪﺍﻑ ﺑﺎ ﺍﺳﺘﺮﺍﺗﮋﻱ ﻣﺄﻣﻮﺭﻳﺖ 
ﻭ ﺍﻓﻖ ﺩﻳﺪ ﺳ ــﺎﺯﻣﺎﻥ ﭘﻴﻮﻧﺪ ﻣﻲ ﻳﺎﺑﺪ ﻭ ﺳ ــﻤﺖ ﻭ ﺳﻮﻱ ﻛﺎﺭ 
ﺍﻓﺮﺍﺩ ﺭﺍ ﻣﺸﺨﺺ ﻣﻲ ﻛﻨﺪ.
3-4. ﭼﺸ ــﻢ ﺍﻧﺪﺍﺯ: ﺳ ــﺎﺯﻣﺎﻥ ﻳﻚ ﺩﻳﺪﮔﺎﻩ ﻣﺸﺘﺮﻙ ﺍﺯ 
ﻭﺿﻌﻴ ــﺖ ﺁﻳﻨﺪﻩ ﺩﺍﺭﺩ. ﺁﻥ ﺍﺭﺯﺵ ﺑﻨﻴ ــﺎﺩﻱ ﺭﺍ ﺍﺑﺮﺍﺯ ﻣﻲ ﻛﻨﺪ، 
ﺍﻧﺪﻳﺸﻪ ﻭ ﺩﻝ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﺭﺍ ﺑﺎ ﺧﻮﺩ ﻫﻤﺮﺍﻩ ﺳﺎﺧﺘﻪ ﻭ ﺩﺭ 
ﻫﻤﻴﻦ ﺯﻣﺎﻥ ﺟﻬﺖ ﺭﺍ ﻧﻴﺰ ﻣﺸﺨﺺ ﻣﻲ ﻛﻨﺪ.
ﺗﻮﺟ ــﻪ ﺑﻪ ﻣﻄﺎﻟﺐ ﻣﻄﺮﺡ ﺷ ــﺪﻩ ﺩﺭ ﺭﺍﺑﻄﻪ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎ 
ﻱ ﻣﺪﻝ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﻧﻴﺴ ــﻮﻥ، ﺑﻴﺎﻧﮕﺮ ﻧﻘﺸﻲ ﺍﺳﺖ 
ﻛﻪ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺗﻮﺍﻧﺪ ﺩﺭ ﺍﺛﺮﺑﺨﺸ ــﻲ ﻭ ﻋﻤﻠﻜﺮﺩ 
ﻣﻄﻠﻮﺏ ﺳ ــﺎﺯﻣﺎﻥ، ﺩﺍﺷﺘﻪ ﺑﺎﺷ ــﺪ .ﺩﺭ ﻫﻤﻴﻦ ﺭﺍﺑﻄﻪ، ﺍﻧﺘﻈﺎﺭ 
ﻣﻲ ﺭﻭﺩ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺑﻪ ﻋﻨﻮﺍﻥ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺗﺄﻣﻴﻦ ﻛﻨﻨﺪﻩ 
ﺳ ــﻼﻣﺖ ﺟﺎﻣﻌﻪ، ﻭ ﺑﺪﻟﻴﻞ ﺟﺎﻳﮕﺎﻩ ﻭﻳﮋﻩ ﻭ ﺣﺴﺎﺳﻲ ﻛﻪ ﺩﺭ 
ﺳﻴﺴﺘﻢ ﺑﻬﺪﺍﺷﺖ ﻭ ﺩﺭﻣﺎﻥ ﺩﺍﺭﺍ ﻣﻲ ﺑﺎﺷﻨﺪ ﺑﺎ ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺧ ــﻮﺩﻭ ﻓﺮﺍﻫﻢ ﻧﻤ ــﻮﺩﻥ ﺑﺎﺯﺧﻮﺭﻫﺎﻱ ﻣﻨﺎﺳ ــﺐ، 
ﻋﻤﻠﻜ ــﺮﺩ ﻣﻄﻠﻮﺑﺘﺮﻱ ﺍﺭﺍﺋﻪ ﺩﻫﻨﺪ . ﺍﺯ ﺁﻧﺠﺎ ﻛﻪ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ 
ﻣ ــﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺩﺭ ﺍﻳﻦ ﭘﮋﻭﻫﺶ، ﺑﻪ ﻋﻨﻮﺍﻥ ﺳ ــﺎﺯﻣﺎﻧﻲ ﭘﻮﻳﺎ، 
ﺗﺤ ــﻮﻝ ﻭ ﺗﻐﻴﻴﺮ ﺭﺍ ﺩﺭ ﺍﺑﻌﺎﺩ ﻣﺨﺘﻠﻒ ﻣﺪﻳﺮﻳﺘﻲ ﻭ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺩﺭ ﺩﺳﺘﻮﺭ ﻛﺎﺭ ﺧﻮﺩ ﻗﺮﺍﺭ ﺩﺍﺩﻩ ﺍﺳﺖ، ﺷﻨﺎﺧﺖ ﻓﺮﻫﻨﮓ ﺍﻳﻦ 
ﺳﺎﺯﻣﺎﻥ ﺍﻗﺪﺍﻣﻲ ﺷﺎﻳﺴ ــﺘﻪ ﻭ ﺿﺮﻭﺭﻱ ﺑﻪ ﻧﻈﺮ ﻣﻲ ﺭﺳﺪ. ﻟﺬﺍ 
ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ، ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ 
ﺭﺍ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﻣﺪﻝ ﺟﺪﻳﺪ ﻭ ﺟﺎﻣﻊ ﺩﻧﻴﺴﻮﻥ ﻣﻮﺭﺩ ﺍﺭﺯﻳﺎﺑﻲ 
ﻗﺮﺍﺭ ﻣﻲ ﺩﻫﺪ.ﺍﻳﻦ ﻣﺪﻝ ﺩﺭ ﺧﺎﺭﺝ ﺍﺯ ﻛﺸ ــﻮﺭ ﺩﺭ ﺳ ــﺎﻝ ﻫﺎﻱ 
ﺍﺧﻴﺮ ﺗﻮﺳﻂ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺑﻪ ﻃﻮﺭ ﮔﺴﺘﺮﺩﻩ ﺑﺮﺍﻱ 
ﺍﺭﺯﻳﺎﺑﻲ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﻮﺭﺩ ﺍﺳﺘﻔﺎﺩﻩ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﺳﺖ 
ﻛﻪ ﺍﻳﻦ ﺍﺯ ﻭﺟﻮﻩ ﺗﻤﺎﻳﺰ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺑﺎ ﺳ ــﺎﻳﺮ ﭘﮋﻭﻫﺶ ﻫﺎ ﺩﺭ 
ﺯﻣﻴﻨﻪ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺑﺎﺷﺪ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﺍﻳ ــﻦ ﺗﺤﻘﻴﻖ ﺍﺯ ﻧﻈﺮ ﻧ ــﻮﻉ، ﻛﺎﺭﺑﺮﺩﻱ ﻭ ﺑﺮ ﺣﺴ ــﺐ ﻧﺤﻮﻩ 
ﮔ ــﺮﺩﺁﻭﺭﻱ ﺩﺍﺩﻩ ﻫﺎ ﺍﺯ ﻧﻮﻉ ﺗﻮﺻﻴﻔﻲ ﻭ ﺍﺯ ﮔﺮﻭﻩ ﭘﻴﻤﺎﻳﺸ ــﻲ 
ﻣﻲ ﺑﺎﺷ ــﺪ؛ ﻛﻪ ﺩﺭ ﺗﺎﺑﺴ ــﺘﺎﻥ 8831 ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺷ ــﻬﻴﺪ 
ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺗﻬﺮﺍﻥ ﺍﻧﺠﺎﻡ ﺷﺪ.ﺟﺎﻣﻌﻪ ﭘﮋﻭﻫﺶ ﺷﺎﻣﻞ ﺗﻤﺎﻣﻲ 
ﭘﺮﺳﻨﻞ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻣﺬﻛﻮﺭ ﺑﻮﺩ. ﭘﺮﺳ ــﻨﻞ ﺑﺮ ﺍﺳﺎﺱ ﮔﺮﻭﻩ 
ﺷ ــﻐﻠﻲ ﺑﻪ ﭼﻬﺎﺭ ﮔﺮﻭﻩ ﭘﺸﺘﻴﺒﺎﻧﻲ، ﭘﺮﺳﺘﺎﺭﻱ، ﭘﺎﺭﺍﻛﻠﻨﻴﻜﻲ ﻭ 
ﭘﺰﺷ ــﻚ ﻭ ﺑﺮ ﺍﺳﺎﺱ ﻧﻮﻉ ﺍﺳﺘﺨﺪﺍﻣﻲ ﺑﻪ ﺳﻪ ﮔﺮﻭﻩ ﺭﺳﻤﻲ، 
ﭘﻴﻤﺎﻧﻲ ﻭ ﻃﺮﺣﻲ - ﻗﺮﺍﺭ ﺩﺍﺩﻱ ﻃﺒﻘﻪ ﺑﻨﺪﻱ ﺷ ــﺪﻧﺪ. ﻧﻤﻮﻧﻪ 
ﮔﻴﺮﻱ ﺑﻪ ﺻﻮﺭﺕ ﻃﺒﻘﻪ ﺍﻱ ﻭ ﭘﺲ ﺍﺯ ﻣﺤﺎﺳ ــﺒﻪ ﺗﻌﺪﺍﺩ ﻧﻤﻮﻧﻪ 
ﻻﺯﻡ ﺍﻧﺠﺎﻡ ﺷﺪ. ﺣﺠﻢ ﻧﻤﻮﻧﻪ ﻻﺯﻡ ﺩﺭ ﺍﻳﻦ ﭘﮋﻭﻫﺶ 031 ﺩﺭ 
ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺷﺪ ﻛﻪ ﺍﺯ 031 ﭘﺮﺳﺸﻨﺎﻣﻪ ﺗﻮﺯﻳﻊ ﺷﺪﻩ ﺩﺭ ﻧﻬﺎﻳﺖ 
211 ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺟﻤﻊ ﺁﻭﺭﻱ ﮔﺮﺩﻳﺪ )ﺑﺨﺶ ﭘﺸﺘﻴﺒﺎﻧﻲ 63 
ﭘﺮﺳﺸ ــﻨﺎﻣﻪ، ﭘﺮﺳ ــﺘﺎﺭﻱ 65 ﭘﺮﺳﺸ ــﻨﺎﻣﻪ، ﭘﺎﺭﺍﻛﻠﻨﻴﻜﻲ 11 
ﭘﺮﺳﺸﺴ ــﻨﺎﻣﻪ ﻭ ﭘﺰﺷ ــﻜﻲ 9 ﭘﺮﺳﺸ ــﻨﺎﻣﻪ(. ﺩﺍﺩﻩ ﻫﺎ ﺗﻮﺳﻂ 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺩﻧﻴﺴﻮﻥ ﺟﻤﻊ ﺁﻭﺭﻱ ﺷﺪ. ﭘﺮﺳﺸﻨﺎﻣﻪ 
ﻣﺬﻛﻮﺭ ﺗﻮﺳﻂ ﺩﻧﻴﺴﻮﻥ )0002( ﻃﺮﺍﺣﻲ ﺷﺪﻩ ﺍﺳﺖ.
ﺍﻳﻦ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺷ ــﺎﻣﻞ ﺩﻭ ﺑﺨﺶ ﺳﺆﺍﻻﺕ ﻋﻤﻮﻣﻲ ﻭ 
ﺳﺆﺍﻻﺕ ﺍﺧﺘﺼﺎﺻﻲ ﺍﺳﺖ. ﺳﺆﺍﻝ ﻫﺎﻱ ﻋﻤﻮﻣﻲ ﺷﺎﻣﻞ ﺳﻦ، 
ﺟﻨﺲ، ﻣﺪﺭﻙ ﺗﺤﺼﻴﻠﻲ، ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ، ﮔﺮﻭﻩ ﺷﻐﻠﻲ ﻭ 
ﻧﻮﻉ ﺍﺳ ــﺘﺨﺪﺍﻡ ﻣﻲ ﺑﺎﺷﺪ. ﺍﻣﺎ ﺳﺆﺍﻻﺕ ﺍﺧﺘﺼﺎﺻﻲ ﺑﺮ ﺍﺳﺎﺱ 
ﻫﺪﻑ ﻭ ﻣﺴﺌﻠﻪ ﺗﺤﻘﻴﻖ ﺷﺎﻣﻞ ﺳﺆﺍﻻﺕ ﻣﺮﺑﻮﻁ ﺑﻪ ﻣﺘﻐﻴﺮﻫﺎﻱ 
ﻣﻮﺭﺩ ﺑﺮﺭﺳ ــﻲ ﻣﻲ ﺑﺎﺷ ــﺪ. ﺗﻌﺪﺍﺩ ﺳ ــﺆﺍﻻﺕ ﺍﺧﺘﺼﺎﺻﻲ ﺩﺭ 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﺷﺎﻣﻞ 06 ﺳﺆﺍﻝ ﻭ ﺩﺭ ﻗﺎﻟﺐ ﻣﻘﻴﺎﺱ 5 ﮔﺰﻳﻨﻪ ﺍﻱ 
ﻟﻴﻜ ــﺮﺕ )ﻃﻴﻒ ﻛﺎﻣﻼ ﻣﺨﺎﻟﻒ ﺑﺎ ﻧﻤﺮﻩ ﻳﻚ ﺗﺎ ﻛﺎﻣﻼ ﻣﻮﺍﻓﻖ 
ﺑﺎ ﻧﻤﺮﻩ ﭘﻨﺞ( ﺗﺪﻭﻳﻦ ﺷﺪﻩ ﺍﺳﺖ. 
ﺳ ــﺆﺍﻻﺕ 1ﺗﺎ 51 ﻣﺆﻟﻔﻪ ﻓﺮﻫﻨﮓ ﻣﺸ ــﺎﺭﻛﺘﻲ )ﺷ ــﺎﻣﻞ: 
ﺗﻮﺍﻧﻤﻨﺪ ﺳ ــﺎﺯﻱ، ﺗﻴﻢ ﺳﺎﺯﻱ، ﺗﻮﺳ ــﻌﻪ ﻗﺎﺑﻠﻴﺖ ﻫﺎ(، 61 ﺗﺎ 
03ﻣﺆﻟﻔﻪ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﮔﺎﺭﻱ )ﺷﺎﻣﻞ: ﺍﺭﺯﺵ ﻫﺎﻱ ﺑﻨﻴﺎﺩﻳﻦ، 
ﺗﻮﺍﻓﻖ، ﻫﻤﺎﻫﻨﮕﻲ(، 13 ﺗﺎ 54 ﻣﺆﻟﻔﻪ ﻓﺮﻫﻨﮓ ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ 
)ﺷﺎﻣﻞ:ﺍﻳﺠﺎﺩ ﺗﻐﻴﻴﺮ، ﻣﺸﺘﺮﻱ ﻣﺤﻮﺭﻱ، ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ(، 
ﻭ 64 ﺗ ــﺎ 06 ﻣﺆﻟﻔ ــﻪ ﻓﺮﻫﻨ ــﮓ ﻣﺄﻣﻮﺭﻳﺘﻲ )ﺷ ــﺎﻣﻞ: ﺟﻬﺖ 
ﺍﺳ ــﺘﺮﺍﺗﮋﻳﻚ، ﺍﻫﺪﺍﻑ ﻭ ﻣﻘﺎﺻﺪ، ﭼﺸ ــﻢ ﺍﻧ ــﺪﺍﺯ( ﺭﺍ ﻣﻮﺭﺩ 
ﺳﻨﺠﺶ ﻗﺮﺍﺭ ﻣﻲ ﺩﻫﻨﺪ. 
ﺷﻴﺮﻳﻦ ﺩﺭ ﭘﺮﻭژﻩ ﭘﮋﻭﻫﺸﻲ ﺧﻮﺩ ﺍﻋﺘﺒﺎﺭ ﺍﻳﻦ ﭘﺮﺳﺸﻨﺎﻣﻪ 
ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ …
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ﺭﺍ ﺑ ــﺎ ﺭﻭﺵ ﺁﻟﻔﺎﻱ ﻛﺮﻭﻧﺒ ــﺎﺥ ﺩﺭ ﺍﻳﺮﺍﻥ 
ﺳ ــﻨﺠﻴﺪﻩ ﺍﺳ ــﺖ. ﺿﺮﻳﺐ ﺍﻋﺘﺒ ــﺎﺭ ﺑﺮﺍﻱ 
ﺷﺎﺧﺺ ﺩﺭﮔﻴﺮ ﺷﺪﻥ ﺩﺭ ﻛﺎﺭ )ﻣﺸﺎﺭﻛﺖ( 
48 ﺩﺭﺻﺪ، ﺳ ــﺎﺯﮔﺎﺭﻱ ﻭ ﺍﻧﺴ ــﺠﺎﻡ 47 
ﺩﺭﺻ ــﺪ، ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳ ــﺮﻱ 78 ﺩﺭﺻ ــﺪ ﻭ 
ﺭﺳﺎﻟﺖ 58 ﺩﺭﺻﺪ ﻣﻲ ﺑﺎﺷﺪ.]11[
ﺑ ــﺮﺍﻱ ﺗﺠﺰﻳﻪ ﻭ ﺗﺤﻠﻴ ــﻞ ﻭ ﺣﺼﻮﻝ 
ﻧﺘﺎﻳﺞ ﺍﺯ ﺩﺍﺩﻩ ﻫﺎﻱ ﺟﻤﻊ ﺁﻭﺭﻱ ﺷ ــﺪﻩ ﺍﺯ 
ﺁﺯﻣﻮﻥ ﻫ ــﺎﻱ ﺁﻣ ــﺎﺭﻱ tset - T ﻭ avonA ﺗﻮﺳ ــﻂ ﻧﺮﻡ ﺍﻓﺰﺍﺭ 
SSPS ﺍﺳﺘﻔﺎﺩﻩ ﺷ ــﺪ. ﺑﻪ ﻣﻨﻈﻮﺭ ﺗﺠﺰﻳﻪ ﻭ ﺗﺤﻠﻴﻞ ﺗﻮﺻﻴﻔﻲ 
ﺩﺍﺩﻩ ﻫﺎﻱ ﺗﺤﻘﻴﻖ ﺍﺯ ﺁﻣﺎﺭﻩ ﻫﺎﻳ ــﻲ ﻫﻤﭽﻮﻥ ﻓﺮﺍﻭﺍﻧﻲ، ﺩﺭﺻﺪ 
ﻓﺮﺍﻭﺍﻧﻲ، ﻓﺮﺍﻭﺍﻧﻲ ﻧﺴ ــﺒﻲ، ﻓﺮﺍﻭﺍﻧﻲ ﺗﺠﻤﻌﻲ، ﻣﻴﺎﻧﮕﻴﻦ ﻭ … 
ﻧﻤﻮﺩﺍﺭﻫﺎﻱ ﻣﺮﺑﻮﻃﻪ ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ
ﺩﺭ ﭘﮋﻭﻫ ــﺶ ﺣﺎﺿﺮ 4.03 ﺩﺭﺻ ــﺪ ﺍﺯ ﻧﻤﻮﻧﻪ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ 
ﺭﺍ ﻣﺮﺩﺍﻥ ﻭ 6.96 ﺩﺭﺻﺪ ﺩﻳﮕﺮ ﺭﺍ ﺯﻧﺎﻥ ﺗﺸ ــﻜﻴﻞ ﻣﻲ ﺩﺍﺩﻧﺪ. 
ﺑﻴﺸ ــﺘﺮﻳﻦ ﻓﺮﺍﻭﺍﻧﻲ ﭘﺎﺳ ــﺦ ﺩﻫﻨﺪﮔﺎﻥ ﺍﺯ ﻧﻈﺮ ﺳﻦ ﺩﺭ ﮔﺮﻭﻩ 
ﺳ ــﻨﻲ 04-03 ﺳﺎﻝ ﺑﺎ 8.34 ﺩﺭﺻﺪ ﻭ ﻛﻤﺘﺮﻳﻦ ﻓﺮﺍﻭﺍﻧﻲ ﺩﺭ 
ﮔﺮﻭﻩ ﺳ ــﻨﻲ ﺑﻴﺸﺘﺮ ﺍﺯ 05 ﺳﺎﻝ ﺑﺎ 8.1 ﺩﺭﺻﺪ ﻣﺠﻤﻮﻉ ﺑﻮﺩﻩ 
ﺍﺳ ــﺖ. ﺩﺭ ﺭﺍﺑﻄﻪ ﺑﺎ ﻣﻴﺰﺍﻥ ﺗﺤﺼﻴﻼﺕ، ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ 
ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛ ــﻪ ﺑﺎﻻﺗﺮﻳﻦ ﺩﺭﺻﺪ )6.96 ﺩﺭﺻ ــﺪ( ﺍﺯ ﻧﻤﻮﻧﻪ 
ﻣﻮﺭﺩ ﺑﺮﺭﺳ ــﻲ ﺩﺍﺭﺍﻱ ﻣﺪﺭﻙ ﻟﻴﺴ ــﺎﻧﺲ ﻭ ﻛﻤﺘﺮﻳﻦ ﺩﺭﺻﺪ 
)7.2 ﺩﺭﺻﺪ( ﺩﺍﺭﺍﻱ ﻣﺪﺭﻙ ﻓﻮﻕ ﻟﻴﺴﺎﻧﺲ ﺑﻮﺩﻧﺪ. ﺍﺯ ﻟﺤﺎﻅ 
ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ ﻧﺸﺎﻥ ﺩﺍﺩ 4.17 ﺩﺭﺻﺪ 
ﺍﺯ ﻧﻤﻮﻧﻪ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺩﺍﺭﺍﻱ ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ ﻛﻤﺘﺰ ﺍﺯ 01 
ﺳ ــﺎﻝ، 7.81 ﺩﺭﺻﺪ ﺩﺍﺭﺍﻱ ﺳ ــﺎﺑﻘﻪ ﺧﺪﻣﺖ 91 - 01 ﺳﺎﻝ 
ﻭ 8.9 ﺩﺭﺻﺪ ﺩﺍﺭﺍﻱ ﺳ ــﺎﺑﻘﻪ 02 ﺳ ــﺎﻝ ﻭ ﺑﺎﻻﺗﺮ ﺑﻮﺩﻧﺪ. ﺍﺯ 
ﻧﻈﺮ ﻧﻮﻉ ﺍﺳﺘﺨﺪﺍﻡ، 9.05 ﺩﺭﺻﺪ ﻧﻤﻮﻧﻪ ﺍﺗﺨﺎﺫ ﺷﺪﻩ ﭘﻴﻤﺎﻧﻲ/
ﺷﺒﻪ ﭘﻴﻤﺎﻧﻲ، 9.52 ﺩﺭﺻﺪ ﺭﺳﻤﻲ ﻭ 2.32 ﺩﺭﺻﺪ ﻃﺮﺣﻲ/
ﻗﺮﺍﺭﺩﺍﺩﻱ ﺑﻮﺩﻧﺪ. ﻧﻬﺎﻳﺘًﺎ ﺍﻳﻨﻜﻪ ﺍﺯ ﻧﻈﺮ ﺭﺳﺘﻪ ﺷﻐﻠﻲ، ﺑﻴﺸﺘﺮﻳﻦ 
ﻓﺮﺍﻭﺍﻧ ــﻲ ﻣﺮﺑﻮﻁ ﺑﻪ ﺑﺨﺶ ﭘﺮﺳ ــﺘﺎﺭﻱ ﺑﺎ 1.94 ﺩﺭﺻﺪ ﺑﻮﺩ. 
ﺑﺨﺶ ﻫﺎﻱ ﭘﺸ ــﺘﻴﺒﺎﻧﻲ، ﭘﺎﺭﺍﻛﻠﻨﻴﻜﻲ ﻭ ﭘﺰﺷ ــﻜﻲ ﺑﻪ ﺗﺮﺗﻴﺐ 
ﺩﺍﺭﺍﻱ ﻓﺮﺍﻭﺍﻧ ــﻲ 1.23 ﺩﺭﺻ ــﺪ، 8.9 ﺩﺭﺻﺪ ﻭ 9.8 ﺩﺭﺻﺪ 
ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺩﺭ ﺍﻳ ــﻦ ﭘﮋﻭﻫ ــﺶ ﻭ ﺑﺮ ﺍﺳ ــﺎﺱ ﻃﻴﻒ ﻟﻴﻜ ــﺮﺕ ﭘﻨﺞ 
ﮔﺰﻳﻨﻪ ﺍﻱ ﻃﺮﺍﺣﻲ ﺷﺪﻩ ﺩﺭ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺗﺤﻘﻴﻖ، ﺣﺪﺍﻛﺜﺮ ﻭ 
ﺣﺪﺍﻗﻞ ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯﺍﺕ ﻫﺮ ﺑﻌﺪ ﺍﺯ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻪ 
ﺗﺮﺗﻴﺐ ﺑﺮﺍﺑﺮ ﺑﺎ 5 ﻭ1 ﻣﻲ ﺑﺎﺷﺪ. ﺍﮔﺮ ﺍﻣﺘﻴﺎﺯ ﻣﺆﻟﻔﻪ ﺍﻱ ﺣﺪﺍﻗﻞ 
07 ﺩﺭﺻﺪ ﺍﺯ ﻛﻞ ﺍﻣﺘﻴﺎﺯ ﻗﺎﺑﻞ ﺍﻛﺘﺴ ــﺎﺏ ﺭﺍ ﺑﻪ ﺩﺳﺖ ﺁﻭﺭﺩ، 
ﺁﻥ ﻣﺆﻟﻔﻪ ﻣﻄﻠﻮﺏ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﻣﻲ ﺷ ــﻮﺩ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﻣﻘﺪﺍﺭ 
ﻋﺪﺩﻱ 5.3 ﺑﻪ ﻋﻨﻮﺍﻥ ﺣﺪﻱ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺷ ــﺪﻩ ﻛﻪ ﺍﻣﺘﻴﺎﺯ 
ﺑﺎﻻﺗﺮ ﺍﺯ ﺁﻥ ﺑﻪ ﻋﻨﻮﺍﻥ ﻣﻄﻠﻮﺏ ﺑﻮﺩﻥ ﻭﺿﻌﻴﺖ ﺍﺳﺖ.
ﺍﺯ ﺁﻧﺠﺎ ﻛﻪ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﺍﺳ ــﺘﺎﻧﺪﺍﺭﺩ ﻫﺎﻱ 
OSI ﻭ ﺑﺮﻧﺎﻣﻪ ﻫﺎﻱ ﺑﻬﺒﻮﺩ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍ ﺩﺭ ﺩﺳﺘﻮﺭ ﻛﺎﺭ ﺧﻮﺩ 
ﻗﺮﺍﺭ ﺩﺍﺩﻩ ﻭ ﺟﺰ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﻱ ﺩﺭﺟ ــﻪ ﻳﻚ ﻃﺒﻘﻪ ﺑﻨﺪﻱ 
ﺷ ــﺪﻩ، ﺍﻧﺘﻈﺎﺭ ﻣﻲ ﺭﻓﺖ ﻛﻪ ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﻳﺮ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺩﺍﺭﺍﻱ ﻓﺮﻫﻨﮓ ﻣﻄﻠﻮﺏ ﺗﺮﻱ ﺑﺎﺷ ــﺪ. ﻟﺬﺍ ﺑﺎ 
ﺗﻮﺟﻪ ﺑﻪ ﻣﻄﺎﻟﻌﺎﺕ ﭘﻴﺸ ــﻴﻦ ﻭ ﻫﻤﭽﻨﻴﻦ ﻧﻈﺮ ﺍﺳﺎﺗﻴﺪ، ﻣﻘﺪﺍﺭ 
ﻋﺪﺩﻱ 5.3 ﺑﻪ ﻋﻨﻮﺍﻥ ﺣﺪ ﻣﺘﻮﺳﻂ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺍﻳﻦ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺷ ــﺪﻩ ﺍﺳﺖ. ﺟﺪﻭﻝ 1 ﻣﻴﺎﻧﮕﻴﻦ 
ﺍﻣﺘﻴ ــﺎﺯﺍﺕ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﺍﺻﻠﻲ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺟﺪﻭﻝ 
2 ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯﺍﺕ ﺷ ــﺎﺧﺺ ﻫﺎﻱ ﻫﺮ ﻳﻚ ﺍﺯ ﻣﺆﻟﻔﻪ ﻫﺎﻱ 
ﺍﺻﻠﻲ ﻓﺮﻫﻨﮓ ﺭﺍ ﺩﺭ ﻧﻤﻮﻧﻪ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ..
ﻣﻄﺎﺑ ــﻖ ﻳﺎﻓﺘﻪ ﻫ ــﺎﻱ ﺟ ــﺪﻭﻝ 1، ﻓﺮﻫﻨﮓ ﻣﺸ ــﺎﺭﻛﺘﻲ، 
ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ ﻭ ﺭﺳ ــﺎﻟﺘﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺩﺭ 
ﺳ ــﻄﺢ ﻣﻄﻠﻮﺑﻲ ﻗﺮﺍﺭ ﺩﺍﺭﺩ ﺍﻣﺎ ﻓﺮﻫﻨﮓ ﻏﺎﻟﺐ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﻣﺬﻛﻮﺭ، ﻓﺮﻫﻨﮓ ﻣﺸﺎﺭﻛﺘﻲ ﻣﻲ ﺑﺎﺷﺪ. ﻓﺮﻫﻨﮓ ﺳﺎﺯﮔﺎﺭﻱ ﻧﻴﺰ 
ﺑﺎ ﻛﻤﺘﺮﻳﻦ ﺍﻣﺘﻴﺎﺯ )54.3( ﺩﺭ ﻭﺿﻌﻴﺖ ﭘﺎﻳﻴﻦ ﺗﺮ ﺍﺯ ﻣﺘﻮﺳﻂ 
ﻗﺮﺍﺭ ﺩﺍﺭﺩ.
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺟﺪﻭﻝ2 ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ 
ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺍﺯ ﺑﻴﻦ 21 ﺷﺎﺧﺺ ﻓﺮﻫﻨﮕﻲ، 01 ﺷﺎﺧﺺ ﺩﺭ 
ﺍﺣﻤﺪ ﺑﺮﺍﺗﻲ ﻣﺎﺭﻧﺎﻧﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
ﺟﺪﻭﻝ1: ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯﺍﺕ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﺍﺻﻠﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ
ﺍﺑﻌﺎﺩ ﺍﺻﻠﻲ 
ﻓﺮﻫﻨﮓ
5.3 =eulaV tseTﻣﻴﺎﻧﮕﻴﻦ ﻛﻠﻲ ﺍﻣﺘﻴﺎﺯ
eulav - pﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ ﺩﺭﺻﺪﻱﻋﺪﺩﻱ
100.0728.08.5797.3ﻣﺸﺎﺭﻛﺖ
32.0856.09654.3ﺳﺎﺯﮔﺎﺭﻱ
80.0706.06.1785.3ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ
5000.0336.04707.3ﺭﺳﺎﻟﺖ
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ﻭﺿﻌﻴﺖ ﻣﻄﻠﻮﺏ ﻗﺮﺍﺭ ﺩﺍﺭﺩ ﻛﻪ ﺍﺯ ﺑﻴﻦ ﺁﻥ ﻫﺎ ﺗﻴﻢ ﺳ ــﺎﺯﻱ ﺑﺎ 
ﻧﻤﺮﻩ 42.4 ﺑﻬﺘﺮﻳﻦ ﻭﺿﻌﻴﺖ ﺭﺍ ﺩﺍﺭﺍ ﻣﻲ ﺑﺎﺷ ــﺪ. 2 ﺷﺎﺧﺺ 
ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳ ــﺘﮕﻲ )ﺑﺎ ﻣﻴﺎﻧﮕﻴﻦ42.3( ﻭ ﺗﻐﻴﻴﺮ ﭘﺬﻳﺮﻱ 
)ﺑﺎ ﻣﻴﺎﻧﮕﻴﻦ14.3( ﺩﺭ ﻭﺿﻌﻴﺖ ﭘﺎﺋﻴﻦ ﺗﺮﻱ ﻗﺮﺍﺭ ﺩﺍﺭﻧﺪ.
ﺩﺭ ﻧﻬﺎﻳ ــﺖ ﭼﻨﺎﻧﭽﻪ ﺑﺮ ﺍﺳ ــﺎﺱ ﺍﻃﻼﻋﺎﺕ ﺑﻪ ﺩﺳ ــﺖ 
ﺁﻣﺪﻩ، ﻧﻤﺎﻱ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ 
ﺗﺮﺳ ــﻴﻢ ﺷﻮﺩ، ﺗﺼﻮﻳﺮﻱ ﻫﻤﺎﻧﻨﺪ ﻧﻤﻮﺩﺍﺭ1 ﺑﻪ ﺩﺳﺖ ﺧﻮﺍﻫﺪ 
ﺁﻣﺪ. ﻫﻤﺎﻥ ﻃﻮﺭ ﻛﻪ ﺩﺭ ﺍﻳﻦ ﻧﻤﻮﺩﺍﺭ 1 ﻣﺸ ــﺎﻫﺪﻩ ﻣﻲ ﺷ ــﻮﺩ، 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺑﻬﺘﺮﻳﻦ ﻭﺿﻌﻴﺖ 
ﺭﺍ ﺩﺭ ﻣﺘﻐﻴﺮ ﻫﺎﻱ ﻣﺸﺎﺭﻛﺖ، ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ 
ﻭ ﺭﺳﺎﻟﺖ ﺑﻪ ﺩﺳﺖ ﺍﻭﺭﺩﻩ ﺍﺳﺖ.
ﺍﺯ ﺑﻴﻦ ﺷﺎﺧﺺ ﻫﺎ ﻧﻴﺰ، ﺟﻬﺖ ﮔﻴﺮﻱ 
ﺍﺳﺘﺮﺍﺗﮋﻳﻚ، ﻣﺸﺘﺮﻱ ﮔﺮﺍﻳﻲ ﻭ ﺗﻴﻢ ﺳﺎﺯﻱ 
ﺩﺍﺭﺍﻱ ﺑﻬﺘﺮﻳ ــﻦ ﻭ ﺿﻌﻴ ــﺖ ﻣﻲ ﺑﺎﺷ ــﻨﺪ. 
ﻛﻤﺘﺮﻳ ــﻦ  ﺍﻣﺘﻴ ــﺎﺯ  ﺑ ــﻪ  ﺷ ــﺎﺧﺺ ﻫﺎﻱ 
ﺗﻐﻴﻴﺮﭘﺬﻳﺮﻱ ﻭ ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳ ــﺘﮕﻲ 
ﺗﻌﻠﻖ ﺩﺍﺭﺩ ﻛﻪ ﻛﻤﺘﺮ ﺍﺯ ﺣﺪ ﻣﺘﻮﺳ ــﻂ ﺩﺭ 
ﻧﻈ ــﺮ ﮔﺮﻓﺘ ــﻪ ﺩﺭ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻫﺴ ــﺘﻨﺪ. 
ﺳ ــﺎﻳﺮ ﺷ ــﺎﺧﺺ ﻫﺎ ﺩﺭ ﺣﺪ ﻣﺘﻮﺳ ــﻂ ﻭ 
ﺑﺎﻻﺗﺮ ﺍﺯ ﻣﺘﻮﺳﻂ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﻧﺪ. ﺍﺯ ﻟﺤﺎﻅ 
ﻃﻴﻒ ﻣﻨﻌﻄﻒ - ﺛﺎﺑﺖ ﻭ ﺗﻤﺮﻛﺰ ﺩﺍﺧﻠﻲ 
- ﺧﺎﺭﺟ ــﻲ، ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻣﺬﻛﻮﺭ ﺗﻤﺎﻳﻞ 
ﺑﻪ ﺍﻧﻌﻄﺎﻑ ﭘﺬﻳﺮﻱ ﺩﺍﺷ ــﺘﻪ ﻭ ﺗﻤﺮﻛﺰ ﺁﻥ 
ﺑﻴﺸﺘﺮ ﺑﺮ ﺭﻭﻱ ﻣﺤﻴﻂ ﺧﺎﺭﺟﻲ ﻣﻲ ﺑﺎﺷﺪ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﻫ ــﺪﻑ ﻛﻠﻲ ﺍﻳ ــﻦ ﭘﮋﻭﻫﺶ، ﺑﺮﺭﺳ ــﻲ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺗﻬﺮﺍﻥ ﺑﺮ ﺍﺳﺎﺱ ﻣﺪﻝ ﺩﻧﻴﺴﻮﻥ 
ﺑ ــﻮﺩ ﻛﻪ ﭼﻬ ــﺎﺭ ﺑﻌﺪ ﺍﺯ ﻓﺮﻫﻨﮓ )ﻣﺸ ــﺎﺭﻛﺘﻲ، ﺳ ــﺎﺯﮔﺎﺭﻱ، 
ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ ﻭ ﺭﺳﺎﻟﺘﻲ( ﺭﺍ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﺩﺍﺩ. 
ﻧﺘﺎﻳﺞ ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ 
ﺗﻬﺮﺍﻥ ﺣﺎﻛﻲ ﺍﺯ ﺍﻳﻦ ﺑﻮﺩ ﻛﻪ ﻭﺿﻌﻴﺖ ﺍﺑﻌﺎﺩ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ 
ﺩﺭ ﺍﻳﻦ ﻣﺮﻛﺰ، ﻣﻄﻠﻮﺏ ﻣﻲ ﺑﺎﺷﺪ.
ﻳﻚ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺳ ــﺎﻟﻢ ﺗﺄﻣﻴﻦ ﻛﻨﻨﺪﻩ ﻳﻚ ﻣﺤﻴﻂ 
ﺑﺎﺯ، ﺻﻤﻴﻤﺎﻧﻪ، ﺑﺎ ﺍﻋﺘﻤﺎﺩ، ﺧﻼﻕ، ﻣﺸﺎﺭﻛﺘﻲ، ﺗﺠﺮﺑﻲ، ﻋﻠﻤﻲ، 
ﻋﻘﻼﻳﻲ، ﻣﻨﻄﻘﻲ ﻭ ﺑﻲ ﺁﻻﻳﺶ ﺩﺭ ﺁﺯﺍﺩﺳ ــﺎﺯﻱ ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎﻱ 
ﺍﻓﺮﺍﺩ ﻭ ﭘﺘﺎﻧﺴﻴﻞ ﻫﺎﻱ ﺑﺎﻟﻘﻮﻩ ﺳﺎﺯﻣﺎﻥ ﻣﻲ ﺑﺎﺷﺪ. ]21[
ﺗﺤﻘﻴﻘ ــﺎﺕ ﭘﻴﺘ ــﺮ ﻭ ﻭﺍﺗﺮﻣ ــﻦ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳ ــﺖ ﻛﻪ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎﻱ ﻣﺘﻌﺎﻟﻲ ﻭ ﺑﺮﺗﺮ، ﻓﺮﻫﻨﮕﻲ ﻗﻮﻱ ﻭ ﻣﺜﺒﺖ ﺩﺍﺭﻧﺪ، 
ﺯﻳ ــﺮﺍ ﻓﺮﻫﻨﮓ ﻗﻮﻱ ﻭ ﻣﺜﺒﺖ، ﺳ ــﺒﺐ ﺍﻓﺰﺍﻳﺶ ﻣﺸ ــﺎﺭﻛﺖ 
ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﺗﻮﺍﻓﻖ ﺁﻥ ﻫﺎ ﺑﺮ ﺭﻭﻱ ﻧﻜﺎﺕ ﺭﺍﻫﺒﺮﺩﻱ ﻭ ﺍﻓﺰﺍﻳﺶ 
ﺗﻌﻬﺪ ﺍﻓﺮﺍﺩ ﺑﻪ ﺳ ــﺎﺯﻣﺎﻥ ﻭ ﻧﻬﺎﻳﺘًﺎ ﻫﻤﺴﻮﻳﻲ ﺍﻫﺪﺍﻑ ﻛﺎﺭﻛﻨﺎﻥ 
ﻭ ﺍﻫﺪﺍﻑ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺷﻮﺩ ﻭ ﺍﻳﻦ ﻣﻬﻢ، ﻋﺎﻣﻠﻲ ﻣﻬﻢ ﺑﺮﺍﻱ 
ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ …
ﺟﺪﻭﻝ2: ﻣﻴﺎﻧﮕﻴﻦ ﺍﻣﺘﻴﺎﺯﺍﺕ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ
ﻣﻴﺎﻧﮕﻴﻦ ﻛﻠﻲ ﺍﻣﺘﻴﺎﺯﺷﺎﺧﺺ ﻫﺎ
5.3 =eulaV tseT
eulav - pﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ ﺩﺭﺻﺪﻱﻋﺪﺩﻱ
250.0018.04.2726.3ﺗﻮﺍﻧﻤﻨﺪ ﺳﺎﺯﻱ
100.090.18.4842.4ﺗﻴﻢ ﺳﺎﺯﻱ
53.0587.04.0725.3ﺗﻮﺳﻌﻪ ﻗﺎﺑﻠﻴﺖ ﻫﺎ
40.0307.02.2716.3ﺍﺭﺯﺵ ﻫﺎﻱ ﺑﻨﻴﺎﺩﻳﻦ
94.057.00705.3ﺗﻮﺍﻓﻖ
100.0127.08.4642.3ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳﺘﮕﻲ
490.0317.02.8614.3ﺗﻐﻴﻴﺮ ﭘﺬﻳﺮﻱ
100.07.04.5777.3ﻣﺸﺘﺮﻱ ﻣﺤﻮﺭﻱ
91.0566.01755.3ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ
100.0107.07758.3ﺟﻬﺖ ﮔﻴﺮﻱ ﺍﺳﺘﺮﺍﺗﮋﻳﻚ
700.0266.03756.3ﺍﻫﺪﺍﻑ ﻭ ﻣﻘﺎﺻﺪ
40.0676.02.2716.3ﭼﺸﻢ ﺍﻧﺪﺍﺯ
ﻧﻤﻮﺩﺍﺭ 1: ﺷﻤﺎﻱ ﻛﻠﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ
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ﺍﻓﺰﺍﻳﺶ ﺍﺛﺮﺑﺨﺸﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﺍﺳﺖ.]31[
ﻃﺒﻖ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ، ﻓﺮﻫﻨﮓ ﻏﺎﻟﺐ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ، ﻓﺮﻫﻨﮓ ﻣﺸﺎﺭﻛﺘﻲ ﻣﻲ ﺑﺎﺷﺪ. ﺍﻳﻦ ﺑﺪﻳﻦ ﻣﻌﻨﺎﺳﺖ 
ﻛﻪ ﺳﺎﺯﻣﺎﻥ ﻣﺬﻛﻮﺭ ﺑﺮ ﻣﺤﻮﺭ ﮔﺮﻭﻩ ﻫﺎﻱ ﻛﺎﺭﻱ ﺗﺸﻜﻴﻞ ﺷﺪﻩ 
ﻭ ﻗﺎﺑﻠﻴﺖ ﻫﺎﻱ ﻣﻨﺎﺑﻊ ﺍﻧﺴ ــﺎﻧﻲ ﺭﺍ ﺩﺭ ﻫﻤﻪ ﺳ ــﻄﻮﺡ ﺗﻮﺳ ــﻌﻪ 
ﻣﻲ ﺩﻫﺪ. ﺩﺭ ﭼﻨﻴﻦ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﻋﻀﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﺑﻪ ﻛﺎﺭﺷﺎﻥ 
ﻣﺘﻌﻬﺪ ﺷ ــﺪﻩ ﻭ ﺧﻮﺩ ﺭﺍ ﺑﻪ ﻋﻨﻮﺍﻥ ﭘﺎﺭﻩ ﺍﻱ ﺍﺯ ﭘﻴﻜﺮﻩ ﺳﺎﺯﻣﺎﻥ 
ﺍﺣﺴ ــﺎﺱ ﻣﻲ ﻛﻨﻨﺪ.ﺍﻓﺮﺍﺩ ﺩﺭ ﻫﻤﻪ ﺳﻄﻮﺡ ﺍﺣﺴﺎﺱ ﻣﻲ ﻛﻨﻨﺪ 
ﻛﻪ ﺩﺭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﻧﻘﺶ ﺩﺍﺭﻧﺪ ﻭ ﺍﻳﻦ ﺗﺼﻤﻴﻤﺎﺕ ﺍﺳ ــﺖ 
ﻛﻪ ﺑﺮ ﻛﺎﺭﺷ ــﺎﻥ ﻣﺆﺛﺮ ﺍﺳﺖ ﻭ ﻛﺎﺭ ﺁﻥ ﻫﺎ ﻣﺴﺘﻘﻴﻤًﺎ ﺑﺎ ﺍﻫﺪﺍﻑ 
ﺳﺎﺯﻣﺎﻥ ﭘﻴﻮﻧﺪ ﺩﺍﺭﺩ. ﭼﻨﻴﻦ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻣﻨﻈﻮﺭ ﺗﺄﻣﻴﻦ ﻧﻴﺎﺯﻫﺎ 
ﻭ ﺑﺎﻗﻲ ﻣﺎﻧﺪﻥ ﺩﺭ ﺻﺤﻨﻪ ﺭﻗﺎﺑﺖ ﺑﻪ ﻃﻮﺭ ﻣﺴ ــﺘﻤﺮ ﺑﻪ ﺗﻮﺳﻌﻪ 
ﻣﻬﺎﺭﺕ ﻫﺎﻱ ﻛﺎﺭﻛﻨ ــﺎﻥ ﻣﻲ ﭘﺮﺩﺍﺯﺩ. ﭼﻨﻴﻦ ﻓﺮﻫﻨﮕﻲ ﺳ ــﻄﺢ 
ﺭﺿﺎﻳ ــﺖ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺭﺍ ﺍﻓﺰﺍﻳﺶ ﻣﻲ ﺩﻫﺪ؛ ﻭ ﺍﻳﻦ 
ﻧﺘﻴﺠﻪ ﺍﻱ ﺍﺳﺖ ﻛﻪ ﻳﺎﻟﻤﺎﺯ ﻭ ﺁﺭﮔﻮﻥ ﺩﺭ ﭘﮋﻭﻫﺶ ﺧﻮﺩ ﺗﺤﺖ 
ﻋﻨﻮﺍﻥ ﺭﺍﺑﻄﻪ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺍﺛﺮﺑﺨﺸ ــﻲ ﺑﻪ ﺁﻥ ﺩﺳﺖ 
ﻳﺎﻓﺘﻨﺪ.ﻃﺒﻖ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ ﻣﺤﻘﻘﺎﻥ، ﺭﺿﺎﻳﺖ ﻛﺎﺭﻛﻨﺎﻥ ﺗﺤﺖ 
ﺗﺄﺛﻴﺮ ﻓﺮﻫﻨﮓ ﻣﺸﺎﺭﻛﺘﻲ ﻗﺮﺍﺭ ﺩﺍﺭﺩ.]41[
ﻣﻨﻮﺭﻳ ــﺎﻥ ﺩﺭ ﭘﮋﻭﻫ ــﺶ ﺧ ــﻮﺩ ﺗﺤﺖ ﻋﻨﻮﺍﻥ ﺑﺮﺭﺳ ــﻲ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺳﺎﺯﻣﺎﻥ ﻣﺪﻳﺮﻳﺖ ﺻﻨﻌﺘﻲ ﺑﺮ ﺍﺳﺎﺱ ﻣﺪﻝ 
ﺩﻧﻴﺴ ــﻮﻥ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺩﺳﺖ ﻳﺎﻓﺖ ﻛﻪ ﻓﺮﻫﻨﮓ ﻏﺎﻟﺐ ﺩﺭ 
ﺳﺎﺯﻣﺎﻥ ﻣﺬﻛﻮﺭ، ﻓﺮﻫﻨﮓ ﻣﺸ ــﺎﺭﻛﺘﻲ ﺍﺳﺖ. ﺑﺮ ﺍﻳﻦ ﺍﺳﺎﺱ 
ﺳﺎﺯﻣﺎﻥ ﻣﺪﻳﺮﻳﺖ ﺻﻨﻌﺘﻲ ﺩﺭ ﺗﻤﺎﻡ ﺍﺑﻌﺎﺩ ﭼﻬﺎﺭ ﮔﺎﻧﻪ ﺩﺭ ﺣﺪ 
ﻣﺘﻮﺳ ــﻂ ﻭ ﺑﺎﻻﺗﺮ ﺍﺯ ﻣﺘﻮﺳﻂ ﻗﺮﺍﺭ ﺩﺍﺷﺖ. ﺑﺎ ﺍﻳﻦ ﻭﺟﻮﺩ ﺩﺭ 
ﺑﺮﺧﻲ ﺍﺯ ﺷ ــﺎﺧﺺ ﻫﺎ ﺍﺯ ﺟﻤﻠﻪ "ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳﺘﮕﻲ" ﻭ 
"ﺍﻫﺪﺍﻑ ﻭ ﻣﻘﺎﺻﺪ" ﻧﻴﺎﺯﻣﻨﺪ ﺑﻬﺒﻮﺩ ﺑﻮﺩ.]51[
ﺍﺯ ﻃﺮﻓ ــﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻣ ــﻮﺭﺩ ﻣﻄﺎﻟﻌ ــﻪ، ﻓﺮﻫﻨ ــﮓ 
ﺳﺎﺯﮔﺎﺭﻱ ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﻳﺮ ﺍﺑﻌﺎﺩ ﺩﺍﺭﺍﻱ ﻧﻤﺮﻩ ﭘﺎﻳﻴﻦ ﺗﺮﻱ ﺑﻮﺩ. 
ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﮔﺎﺭﻱ ﺿﻌﻴﻒ ﺑﻪ ﺍﻳﻦ ﻣﻌﻨﺎﺳ ــﺖ ﻛﻪ ﺛﺒﺎﺕ ﻭ 
ﻳﻜﭙﺎﺭﭼﮕﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﭘﺎﻳﻴﻦ ﺑﻮﺩﻩ ﻭ ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻥ 
ﺑ ــﻪ ﺧﻮﺑﻲ ﻫﻤﺎﻫﻨﮓ ﻭ ﭘﻴﻮﺳ ــﺘﻪ ﻧﺸ ــﺪﻩ ﺍﺳ ــﺖ. ﺩﺭ ﻧﺘﻴﺠﻪ 
ﻭﺍﺣﺪ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻛﺎﺭﻛﺮﺩﻫﺎﻱ ﻣﺘﻔﺎﻭﺕ ﻧﻤﻲ ﺗﻮﺍﻧﻨﺪ ﺑﻪ 
ﺧﻮﺑﻲ ﺑﺮﺍﻱ ﺭﺳﻴﺪﻥ ﺑﻪ ﺍﻫﺪﺍﻑ ﻣﺸﺘﺮﻙ ﺑﺎ ﻫﻢ ﻛﺎﺭ ﻛﻨﻨﺪ. ﺩﺭ 
ﺍﻳﻦ ﺭﺍﺑﻄﻪ shtaS ﺩﺭ ﭘﮋﻭﻫﺸﻲ ﻛﻪ ﺍﻧﺠﺎﻡ ﺩﺍﺩ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ 
ﺩﺳ ــﺖ ﻳﺎﻓﺖ ﻛﻪ ﻓﺮﻫﻨ ــﮓ ﻗﻮﻱ ﻭﻗﺘﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﺳ ــﺮﻣﺎﻳﻪ 
ﺗﻠﻘﻲ ﻣﻲ ﺷ ــﻮﺩ ﻛﻪ ﺍﺭﺯﺵ ﻫﺎﻱ ﻣﺸ ــﺘﺮﻙ ﻣﻨﺠﺮ ﺑﻪ ﺳﻬﻮﻟﺖ 
ﺍﺭﺗﺒﺎﻃﺎﺕ، ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﻣﻨﺎﺳ ــﺐ، ﺍﻓﺰﺍﻳﺶ ﺍﻧﮕﻴﺰﻩ، ﺍﻳﺠﺎﺩ 
ﻫﻤﺎﻫﻨﮕ ــﻲ ﻭ ﺗﻮﺍﻓﻖ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﺗﻌﻬﺪ ﺁﻧﺎﻥ ﻧﺴ ــﺒﺖ ﺑﻪ 
ﺳ ــﺎﺯﻣﺎﻥ ﻭ ﺍﻫﺪﺍﻑ ﺁﻥ ﮔ ــﺮﺩﺩ. ﺩﺭ ﺍﻳﻦ ﺻﻮﺭﺕ ﺑﻬﺮﻩ ﻭﺭﻱ 
ﺳﺎﺯﻣﺎﻥ ﺑﻬﺒﻮﺩ ﻣﻲ ﻳﺎﺑﺪ.]61[
ﻧﺘﺎﻳ ــﺞ ﺭﺗﺒﻪ ﺑﻨ ــﺪﻱ ﻭﺿﻌﻴﺖ ﺍﺑﻌﺎﺩ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳﺖ ﻛﻪ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺍﺑﻌﺎﺩ ﺗﻴﻢ 
ﺳﺎﺯﻱ ﻭ ﺟﻬﺖ ﮔﻴﺮﻱ ﺍﺳﺘﺮﺍﺗﮋﻳﻚ ﺩﺍﺭﺍﻱ ﻭﺿﻌﻴﺖ ﺑﻬﺘﺮﻱ 
ﻧﺴ ــﺒﺖ ﺑﻪ ﺳﺎﻳﺮ ﺍﺑﻌﺎﺩ ﻣﻲ ﺑﺎﺷﻨﺪ.ﺍﻳﻦ ﺑﻪ ﺍﻳﻦ ﻣﻌﻨﺎﺳﺖ ﻛﻪ ﺩﺭ 
ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺑﻪ ﻛﺎﺭ ﮔﺮﻭﻫﻲ ﺩﺭ ﺟﻬﺖ ﺍﻫﺪﺍﻑ ﻣﺸﺘﺮﻙ، 
ﺍﺭﺯﺵ ﺩﺍﺩﻩ ﻣﻲ ﺷﻮﺩ؛ ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﻣﺎﻧﻨﺪ ﻣﺪﻳﺮﺍﻥ 
ﺍﺣﺴ ــﺎﺱ ﻣﻲ ﻛﻨﻨﺪ ﺩﺭ ﻣﺤﻞ ﻛﺎﺭ ﺧﻮﺩ ﭘﺎﺳ ــﺦ ﮔﻮ ﻫﺴ ــﺘﻨﺪ. 
ﭼﻨﻴﻦ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺮﺍﻱ ﺭﺳ ــﻴﺪﻥ ﺑﻪ ﻧﺘﻴﺠﻪ ﻛﺎﺭ، ﺭﻭﻱ ﺗﻼﺵ 
ﮔﺮﻭﻫﻲ ﺣﺴﺎﺏ ﺑﺎﺯ ﻣﻲ ﻛﻨﺪ. ﺍﺯ ﻃﺮﻓﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻣﺬﻛﻮﺭ، 
ﺟﻬﺖ ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻃﻮﺭ ﻭﺍﺿﺢ ﺑﻴﺎﻥ ﺷﺪﻩ ﺍﺳﺖ ﺑﻪ 
ﻧﺤﻮﻱ ﻛﻪ ﺍﻓﺮﺍﺩ ﺩﺭﻙ ﻭﺍﺿﺤﻲ ﺍﺯ ﺍﻫﺪﺍﻑ ﻭ ﺍﺳﺘﺮﺍﺗﮋﻱ ﻫﺎﻱ 
ﺳﺎﺯﻣﺎﻥ ﺩﺍﺭﻧﺪ. ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﻛﻪ ﺩﺭ ﺁﻥ ﻫﺎ ﺑﻪ ﻛﺎﺭ ﺗﻴﻤﻲ 
ﺍﺭﺯﺵ ﺩﺍﺩﻩ ﻣﻲ ﺷ ــﻮﺩ ﻭ ﻣﺴﺌﻮﻟﻴﺖ، ﺍﺳﺘﻘﻼﻝ ﻭ ﺁﺯﺍﺩﻱ ﺍﻓﺮﺍﺩ 
ﺑﺎﻻﺳ ــﺖ، ﻣﻴﺰﺍﻥ ﺍﺑﺘﻜﺎﺭ ﻭ ﻋﻤﻠﻜﺮﺩ ﺍﻓ ــﺮﺍﺩ ﺍﻓﺰﺍﻳﺶ ﺧﻮﺍﻫﺪ 
ﻳﺎﻓﺖ.]71[ ﺣﺴ ــﻦ ﺯﺍﺩﻩ ﺩﺭ ﭘﮋﻭﻫﺶ ﺧ ــﻮﺩ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ 
ﺭﺳﻴﺪ ﻛﻪ ﺗﻴﻢ ﺳ ــﺎﺯﻱ ﻳﻜﻲ ﺍﺯ ﻋﻮﺍﻣﻞ ﺍﺻﻠﻲ ﺗﺄﺛﻴﺮ ﮔﺬﺍﺭ ﺑﺮ 
ﺗﻮﺍﻧﻤﻨﺪﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻲ ﺑﺎﺷﺪ.]81[
ﺍﺯ ﻃﺮﻓ ــﻲ ﺷ ــﺎﺧﺺ ﻫﺎﻱ ﻫﻤﺎﻫﻨﮕﻲ ﻭ ﭘﻴﻮﺳ ــﺘﮕﻲ ﻭ 
ﺗﻐﻴﻴﺮﭘﺬﻳﺮﻱ ﻧﻤﺮﻩ ﻛﻤﺘﺮﻱ ﻧﺴ ــﺒﺖ ﺑﻪ ﺳ ــﺎﻳﺮ ﺷ ــﺎﺧﺺ ﻫﺎ 
ﻛﺴ ــﺐ ﻛﺮﺩﻩ ﺍﻧﺪ. ﺍﮔﺮ ﺳ ــﺎﺯﻣﺎﻥ ﺭﺍ ﺑﻪ ﺻﻮﺭﺕ ﻳﻚ ﺳﻴﺴﺘﻢ 
ﻣﺘﺸ ــﻜﻞ ﺍﺯ ﺍﺟﺰﺍ ﺑﺪﺍﻧﻴﻢ، ﻳﻜﭙﺎﺭﭼﮕﻲ ﻭ ﭘﻴﻮﺳﺘﮕﻲ ﻫﻤﭽﻮﻥ 
ﭼﺘﺮﻱ ﺑﺮﺍﻱ ﺍﻳﻦ ﺍﺟﺰﺍ ﺍﺳ ــﺖ ﻛﻪ ﺁﻥ ﻫ ــﺎ ﺭﺍ ﻣﺘﺤﺪ ﻣﻲ ﻛﻨﺪ. 
ﻫﻤﺎﻫﻨﮕﻲ ﺑﻪ ﻣﻌﻨﺎﻱ ﻭﺣﺪﺕ ﻭ ﭘﻴﻮﺳ ــﺘﮕﻲ ﺍﻓﺮﺍﺩ، ﮔﺮﻭﻩ ﻫﺎ 
ﻭ ﻭﺍﺣﺪ ﻫﺎ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺟﻬﺖ ﭘﻴﻮﺳ ــﺘﻦ ﺑﻪ ﻫﻤﺪﻳﮕﺮ ﺑﺮﺍﻱ 
ﺗﺤﻘﻖ ﺍﻫﺪﺍﻑ ﻣﺸﺘﺮﻙ ﺍﺳﺖ. ﭘﺎﻳﻴﻦ ﺑﻮﺩﻥ ﻣﻴﺰﺍﻥ ﻫﻤﺎﻫﻨﮕﻲ 
ﺩﺭ ﻳﻚ ﺳ ــﺎﺯﻣﺎﻥ ﺑﻪ ﺍﻳﻦ ﻣﻌﻨﺎﺳﺖ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﻗﺴﻤﺖ ﻫﺎﻱ 
ﻣﺨﺘﻠﻒ ﺩﺍﺭﺍﻱ ﺩﻳﺪ ﻣﺸ ــﺘﺮﻛﻲ ﻧﻴﺴ ــﺘﻨﺪ. ﻫﻤﭽﻨﻴﻦ ﺭﻭﻳﻜﺮﺩ 
ﺍﻓﺮﺍﺩ ﺑﻪ ﺍﻧﺠﺎﻡ ﻛﺴﺐ ﻭ ﻛﺎﺭ ﻏﻴﺮ ﻗﺎﺑﻞ ﭘﻴﺶ ﺑﻴﻨﻲ ﻭ ﺑﻲ ﺛﺒﺎﺕ 
ﺍﺳﺖ.]91[
ﺗﻐﻴﻴﺮ ﭘﺬﻳﺮﻱ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺑﺪﻳﻦ ﻣﻌﻨﺎﺳﺖ ﻛﻪ ﺳﺎﺯﻣﺎﻥ، 
ﺍﺣﻤﺪ ﺑﺮﺍﺗﻲ ﻣﺎﺭﻧﺎﻧﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
D
wo
ln
ao
ed
 d
orf
m
hj 
i.a
mu
a.s
i.c
a r
9 t
32:
RI 
TD
no 
S 
nu
ad
S y
pe
met
eb
3 r
 dr
02
71
ﺖ 9831؛ 31 )04(
ﺖ ﺳﻼﻣ
ﻣﺪﻳﺮﻳ
07
ﻗﺎﺩﺭ ﺑ ــﻪ ﺍﻳﺠﺎﺩ ﺭﻭﺵ ﻫ ــﺎﻱ ﺗﻄﺒﻴﻖ ﺑﻪ ﻣﻨﻈ ــﻮﺭ ﻣﻮﺍﺟﻬﻪ ﺑﺎ 
ﻧﻴﺎﺯﻫﺎﻱ ﺩﺭ ﺣﺎﻝ ﺗﻐﻴﻴﺮ ﻣﻲ ﺑﺎﺷﺪ. ﺳﺎﺯﻣﺎﻥ ﻗﺎﺩﺭ ﺍﺳﺖ ﻣﺤﻴﻂ 
ﻛﺴﺐ ﻭ ﻛﺎﺭ ﺭﺍ ﺑﺮﺭﺳﻲ ﻧﻤﺎﻳﺪ، ﺳﺮﻳﻌﺎ ﺑﻪ ﺭﻭﻧﺪﻫﺎﻱ ﺟﺎﺭﻱ 
ﻋﻜﺲ ﺍﻟﻌﻤﻞ ﻧﺸ ــﺎﻥ ﺩﻫﺪ ﻭ ﺗﻐﻴﻴ ــﺮﺍﺕ ﺁﻳﻨﺪﻩ ﺭﺍ ﭘﻴﺶ ﺑﻴﻨﻲ 
ﻧﻤﺎﻳﺪ.]02[
ﭼﻨﺎﻧﭽﻪ ﺑﺨﻮﺍﻫﻴﻢ ﺑﺮ ﺍﺳ ــﺎﺱ ﻳﺎﻓﺘﻪ ﻫﺎ ﻭ ﻧﺘﺎﻳﺞ ﭘﮋﻭﻫﺶ، 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﺭﺍ ﺍﺯ ﻟﺤﺎﻅ ﻃﻴﻒ ﻣﻨﻌﻄﻒ - ﺛﺎﺑﺖ 
ﻭ ﺗﻤﺮﻛ ــﺰ ﺩﺍﺧﻠﻲ - ﺧﺎﺭﺟﻲ ﻣﻮﺭﺩ ﺑﺮﺭﺳ ــﻲ ﻗﺮﺍﺭ ﺩﻫﻴﻢ ﺑﻪ 
ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺧﻮﺍﻫﻴﻢ ﺭﺳ ــﻴﺪ ﻛﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻣﺬﻛﻮﺭ ﺗﻤﺎﻳﻞ ﺑﻪ 
ﺍﻧﻌﻄﺎﻑ ﭘﺬﻳﺮﻱ ﺩﺍﺷ ــﺘﻪ ﻭ ﺗﻤﺮﻛﺰ ﺁﻥ ﺑﻴﺸﺘﺮ ﺑﺮ ﺭﻭﻱ ﻣﺤﻴﻂ 
ﺧﺎﺭﺟﻲ ﻣﻲ ﺑﺎﺷﺪ.
ﺍﻧﻌﻄﺎﻑ ﭘﺬﻳ ــﺮﻱ ﺑ ــﺎﻻ ﺑﻪ ﺍﻳ ــﻦ ﻣﻌﻨﻲ ﻣﻲ ﺑﺎﺷ ــﺪ ﻛﻪ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﺍﺑﻌﺎﺩ ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ ﻭ ﻣﺸﺎﺭﻛﺖ ﺩﺭ 
ﺍﻣﻮﺭ ﺩﺭ ﺳﻄﺢ ﺑﺎﻻﻳﻲ ﻗﺮﺍﺭ ﺩﺍﺭﺩ. ﺗﻤﺮﻛﺰ ﺑﺮ ﻣﺤﻴﻂ ﺧﺎﺭﺟﻲ 
ﻧﻴﺰ ﺑﺪﻳﻦ ﻣﻔﻬﻮﻡ ﺍﺳ ــﺖ ﻛﻪ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺑﻪ ﺍﺑﻌﺎﺩ ﺭﺳﺎﻟﺖ ﻭ 
ﺍﻧﻄﺒﺎﻕ ﭘﺬﻳﺮﻱ ﺑﻴﺸ ــﺘﺮ ﺗﻮﺟﻪ ﺩﺍﺭﺩ. ﻓﺮﻫﻨﮓ ﭘﻮﻳﺎ ﻭ ﺍﻧﻌﻄﺎﻑ 
ﭘﺬﻳﺮ ﺩﺭ ﻳﻚ ﺳﺎﺯﻣﺎﻥ ﻣﻲ ﺗﻮﺍﻧﺪ ﻋﻤﻠﻜﺮﺩ ﮔﺮﻭﻩ ﻫﺎ ﺭﺍ ﺍﻓﺰﺍﻳﺶ 
ﺩﻫﺪ. ﺍﺳﺘﺮﺍﺳﺮ ﺩﺭ ﭘﮋﻭﻫﺶ ﺧﻮﺩ ﺗﺤﺖ ﻋﻨﻮﺍﻥ ﺑﺮﺭﺳﻲ ﺗﺄﺛﻴﺮ 
ﻓﺮﻫﻨﮓ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺩﺭ ﻋﻤﻠﻜﺮﺩ ﺗﻴﻢ ﺗﻮﺍﻧﺒﺨﺸﻲ، ﺑﻪ ﭼﻨﻴﻦ 
ﻧﺘﻴﺠﻪ ﺍﻱ ﺩﺳﺖ ﻳﺎﻓﺖ.]12[
ﺩﺭ ﻧﻬﺎﻳﺖ ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﺍﻛﺜﺮﻳﺖ ﺍﻓﺮﺍﺩ 
ﺗﺤﺖ ﺑﺮﺭﺳ ــﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﺷ ــﻤﻲ ﻧﮋﺍﺩ )27 ﺩﺭﺻﺪ(، 
ﻭﺿﻌﻴﺖ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺭﺍ ﻣﻨﺎﺳ ــﺐ 
ﺍﺭﺯﻳﺎﺑ ــﻲ ﻛﺮﺩﻧﺪ؛ ﻣﻄﻠﻮﺏ ﺑﻮﺩﻥ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺍﻳﻦ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺭﺍ ﺍﻳﻦ ﮔﻮﻧﻪ ﻣﻲ ﺗﻮﺍﻥ ﺗﺒﻴﻴﻦ ﻛﺮﺩ ﻛﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﻣﺬﻛﻮﺭ ﺑﺮﻧﺎﻣﻪ ﻫ ــﺎﻱ ﺗﻌﺎﻟﻲ ﮔﺮﺍﻳﻲ ﻭ ﺑﻬﺒ ــﻮﺩ ﻛﻴﻔﻴﺖ ﺭﺍ ﺩﺭ 
ﺩﺳ ــﺘﻮﺭ ﻛﺎﺭ ﺧﻮﺩ ﻗﺮﺍﺭ ﺩﺍﺩﻩ ﻛ ــﻪ ﺗﺤﻘﻖ ﭼﻨﻴﻦ ﺑﺮﻧﺎﻣﻪ ﻫﺎﻳﻲ 
ﺩﺭ ﮔﺮﻭ ﻳﻚ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﻄﻠﻮﺏ، ﻣﻴﺴ ــﺮ ﻣﻲ ﺷﻮﺩ. 
ﻟﺬﺍ ﺷ ــﺎﻳﺪ ﺑﺘﻮﺍﻥ ﮔﻔ ــﺖ ﻛﻪ ﺑﺮﻧﺎﻣﻪ ﺗﻐﻴﻴ ــﺮ ﻓﺮﻫﻨﮓ ﺩﺭ ﺍﻳﻦ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﭘﻴ ــﺶ ﺍﺯ ﺍﺟﺮﺍﻱ ﻫ ــﺮ ﺑﺮﻧﺎﻣﻪ ﺍﻱ ﻣ ــﻮﺭﺩ ﺗﻮﺟﻪ 
ﻣﺴ ــﺌﻮﻟﻴﻦ ﻭ ﻣﺪﻳﺮﺍﻥ ﺑﻮﺩﻩ ﺍﺳﺖ. ﺩﺭ ﻭﺍﻗﻊ، ﺗﻐﻴﻴﺮ ﻭ ﺗﺤﻮﻝ، 
ﺑﺎﻟﻨﺪﮔﻲ ﻭ ﺩﮔﺮﮔﻮﻧﻲ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺑﺪﻭﻥ ﺗﻮﺟﻪ ﺑﻪ ﻓﺮﻫﻨﮓ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﺆﺛ ــﺮ ﻭﺍﻗﻊ ﻧﻤﻲ ﺷ ــﻮﺩ؛ ﻫﻤﭽﻨﻴﻦ ﺍﮔ ــﺮ ﻣﺪﻳﺮﺍﻥ 
ﺩﺭﺻﺪﺩ ﺗﻐﻴﻴﺮ ﺑﻬﺮﻩ ﻭﺭﻱ ﻭ ﻋﻤﻠﻜﺮﺩ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺷﻨﺪ، ﺑﺎﻳﺪ 
ﺑﻪ ﻋﻮﺍﻣﻞ ﻣﺘﺸ ــﻜﻠﻪ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺗﻐﻴﻴﺮ ﺁﻥ ﻫﺎ ﺗﻮﺟﻪ 
ﺩﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ. ]22[
 ﻣﺤﺴﻦ ﺑﻴﮕﻲ ﺩﺭ ﭘﮋﻭﻫﺶ ﺧﻮﺩ ﺗﺤﺖ ﻋﻨﻮﺍﻥ ﺑﺮﺭﺳﻲ 
ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺍﻓﻀﻠﻲ ﭘﻮﺭ ﻛﺮﻣﺎﻥ ﺑﻪ ﺍﻳﻦ 
ﻧﺘﻴﺠﻪ ﺩﺳﺖ ﻳﺎﻓﺖ ﻛﻪ ﺍﻛﺜﺮﻳﺖ ﺍﻓﺮﺍﺩ ﺗﺤﺖ ﺑﺮﺭﺳﻲ ﺩﺭ ﺍﻳﻦ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ )76 ﺩﺭﺻﺪ(، ﺩﻳﺪﮔﺎﻩ ﻣﺜﺒﺘﻲ ﺩﺭ ﻣﻮﺭﺩ ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻧﺪﺍﺷﺘﻨﺪ.]32[ ﺩﺍﺭﺍﺑﻲ ﻧﻴﺰ ﺩﺭ ﭘﮋﻭﻫﺶ 
ﺧﻮﺩ ﺗﺤ ــﺖ ﻋﻨﻮﺍﻥ ﺑﺮﺭﺳ ــﻲ ﻭ ﺗﺒﻴﻴﻦ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ 
ﺩﺍﻧﺸ ــﮕﺎﻩ ﺗﺮﺑﻴﺖ ﻣﺪﺭﺱ، ﺑﻪ ﻧﺘﻴﺠﻪ ﺍﻱ ﻣﺸﺎﺑﻪ ﺩﺳﺖ ﻳﺎﻓﺖ.
]42[ ﻭﺿﻌﻴﺖ ﻧﺎﻣﻄﻠﻮﺏ ﺍﺑﻌﺎﺩ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺗﻮﺍﻧﺪ 
ﺑ ــﺮ ﺭﺿﺎﻳﺖ ﺷ ــﻐﻠﻲ ﻭ ﺍﺭﺗﺒﺎﻃﺎﺕ ﺩﺭﻭﻥ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﺛﺮﺍﺕ 
ﻧﺎﻣﻄﻠﻮﺏ ﺩﺍﺷﺘﻪ ﺑﺎﺷﺪ.]52[
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ:
ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻦ ﻛﻪ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﺷ ــﻤﻲ ﻧﮋﺍﺩ ﺑﻪ ﻋﻨﻮﺍﻥ 
ﺳﺎﺯﻣﺎﻧﻲ ﭘﻮﻳﺎ، ﺗﺤﻮﻝ ﻭ ﺗﻐﻴﻴﺮ ﺭﺍ ﺩﺭ ﺍﺑﻌﺎﺩ ﻣﺨﺘﻠﻒ ﻣﺪﻳﺮﻳﺘﻲ 
ﻭ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺩﺳ ــﺘﻮﺭ ﻛﺎﺭ ﻗﺮﺍﺭ ﺩﺍﺩﻩ ﺍﺳ ــﺖ، ﺷ ــﻨﺎﺧﺖ 
ﻓﺮﻫﻨﮓ ﺍﻳﻦ ﺳ ــﺎﺯﻣﺎﻥ ﺑﻪ ﻋﻨﻮﺍﻥ ﻳﻜﻲ ﺍﺯ ﺍﺟﺰﺍء ﺍﺳﺘﺮﺍﺗﮋﻳﻚ 
ﻣﺤﻴﻂ ﺩﺍﺧﻠﻲ، ﺿﺮﻭﺭﺗﻲ ﺍﺟﺘﻨﺎﺏ ﻧﺎﭘﺬﻳﺮ ﻭ ﺍﻗﺪﺍﻣﻲ ﺷﺎﻳﺴﺘﻪ 
ﻭ ﺿﺮﻭﺭﻱ ﻗﻠﻤﺪﺍﺩ ﻣﻲ ﮔﺮﺩﺩ.
ﻋﻤﺪﻩ ﺗﺤﻘﻴﻘﺎﺗﻲ ﻛﻪ ﺩﺭ ﻛﺸ ــﻮﺭ ﻣ ــﺎ ﺩﺭ ﺯﻣﻴﻨﻪ ﻓﺮﻫﻨﮓ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﻧﺠﺎﻡ ﺷ ــﺪﻩ ﺣﺎﻛ ــﻲ ﺍﺯ ﺍﻳﻦ ﺑﻮﺩﻩ ﻛ ــﻪ ﻓﺮﻫﻨﮓ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺍﻛﺜﺮ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﻭ ﻣﻮﺳﺴ ــﺎﺕ ﺍﺯ ﻭﺿﻌﻴﺖ 
ﻧﺎﻣﻄﻠﻮﺑﻲ ﺑﺮﺧﻮﺭﺩﺩﺍﺭ ﺑﻮﺩﻩ ﺍﺳ ــﺖ. ﺷ ــﺎﻳﺪ ﺑﺘﻮﺍﻥ ﮔﻔﺖ ﻛﻪ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪ ﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﻳﺮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ 
ﻭ ﻣﺆﺳﺴ ــﺎﺗﻲ ﻛﻪ ﻓﺮﻫﻨﮓ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺁﻥ ﻫﺎ ﺑﺮﺭﺳ ــﻲ ﺷﺪﻩ، 
ﻭﺿﻌﻴﺖ ﻓﺮﻫﻨﮕﻲ ﺑﺴ ــﻴﺎﺭ ﻣﻄﻠﻮﺑﻲ ﺩﺍﺷ ــﺘﻪ ﺍﺳ ــﺖ. ﭼﻨﻴﻦ 
ﻓﺮﻫﻨﮓ ﻭ ﻣﺤﻴﻄﻲ ﻣﻲ ﺗﻮﺍﻧﺪ ﺑﻪ ﻋﻨﻮﺍﻥ ﺍﻟﮕﻮﻳﻲ ﺑﺮﺍﻱ ﺳ ــﺎﻳﺮ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎ، ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﻭ ﻣﻮﺳﺴﺎﺕ ﺩﺭﻣﺎﻧﻲ ﺑﺎﺷﺪ.
ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺷﻬﻴﺪﻫﺎﺷﻤﻲ ﻧﮋﺍﺩ …
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A Study on Organizational Culture at Hashemi Nezhad 
Hospital, Based on Denison Model (Tehran 2009)
Barati Marnani A.1 / Ghaderi A.2 / Gohari M.R.3 / Sadeghi A.4
Introduction: Studying organizational culture acts as a tool for gathering information, and enables 
managers to compare work groups; to prioritize problems and identify staff understandings and 
expectations to improve the gap between current and optimal situations. This research was aimed 
to study organizational culture in Hashemi Nezhad Hospital in Tehran based on Denison Model, 
to evaluate four aspects, as, Involvement, Consistency, Adaptability and Mission.
Methods: This is a Cross- Sectional study carried out in summer 2009. The research population 
are comprised all employees in Hashemi Nezhad Hospital, and the sample 130 employees selected 
through Randomized- Stratified sampling. Data are collected by Standard Denison Questionnaire; 
and the analyzed by SPSS software, t-test and ANOVA tests.
Results: The majority of employees (%72) evaluated organizational culture situation as suitable. 
The hospital gained the highest score concerning involvement and the lowest in consistency. The 
scores gained by the hospital in four main cultural aspects were medium level and above. The 
highest mean of organizational culture found for Team Orientation, 4.24 and the lowest mean was 
related to Coordination and Integration, 3.24. But totally most criteria were acceptable.
Conclusion: The organizational culture of this hospital was found in acceptable level, which 
will pave the way for successful changes and can help managers to predict change prioritize 
systematically and set strategies for successful implementation of management techniques and 
process.
Keywords: Organizational Culture, Denison Model, Hospital
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